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Competencies and Skills in the Globalized Workforce
Mary Ellen (Lynn) Reilly

ABSTRACT

The purpose of this study is to contribute to the understanding of international
programs in preparing participants for effective engagement in the world’s economy and
the complexity of multiple societies and cultures. The study’s objective is to identify and
assess the skills and competencies that are in demand for graduates of international
programs, from both the United States and foreign perspectives, and their main economic
social and civic contributions.
This research project develops, pilots and validates a list of critical competencies
and skills for persons starting careers in international settings, creating a unique and
valuable product. In addition, the project uses the validated listing for gathering and
analyzing preliminary empirical data to help understand and evaluate the outcomes and
importance of these competencies from three different—yet related perspectives—major
employers, preparation institutions, and recent graduates of the program.
The researcher will address the following questions:
1. What are the competencies and skills being required of employees
and perspective employees as identified by the businesses and the
corporate world?
2. What are the competencies and skills being emphasized by
academic institutions in preparing prospective employees for the
world of work?
v

3. To what extent are the competencies and skills of academic
programs congruent with the required competencies and skills of
the corporate world?
The products of this work provide for the first time a valuable foundation
for policy, planning, research, evaluation, and marketing the nature and
importance of high quality, well prepared higher education graduates to meet
the needs of our country’s global workforce.
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Chapter 1
Introduction
One of the most relevant problems facing the United States, and other countries as
well, is how to improve citizens’ abilities to function in an increasingly global world. A
rapidly growing collection of skills is crucial to the success of professionals who must
address the issues and conflicts that may arise in globalized employment settings.
Challenges of global competition, corporate downsizing, economic dislocation, and
industrial renaissance are the telling new buzzwords in corporate America (Jusela,
2000). And the challenges are not restricted only to those in a competitive global
environment—but also lie in developing methods to improve both organizational
performance and individual development (Porras and Silvers, 1991).
Spurred by the global economy, profound change moves through nations, touching
myriad aspects of social life within them and transforming interactions between them.
The impact of globalization reaches far deeper into human life than mere business or
economics. Global media increasingly influence local cultural practices, and globalized
education is an issue with which every nation must contend. The creation and diffusion
of new technologies, including those of the Internet, are transfiguring the nature of
science, communication, education, work, leisure—in other words, nearly every facet of
human life.
Increasing globalization appears inevitable, and it will likely affect every individual
on Earth. This situation makes the study of globalization’s impact on education crucial to
United States’ efforts to remain competitive in an increasingly high-stakes arena. Given
the ubiquitous nature of globalization in everyday life as well as in business, United
1

States citizens, who are generally less likely to have international experience than their
counterparts in Europe or Asia, must become prepared to participate effectively in all
facets of global life. The relative isolation of the United States, due to the Atlantic and
Pacific Oceans and only two international borders shared with Canada and Mexico, has
been breached, probably forever, by globalization. In this ever-shrinking world, United
States international professionals must have knowledge and abilities that go beyond the
profit margin and the superficial understanding of cultural differences. To develop
professionals who are deeply aware of other cultures and economies in the global village,
we must be highly competitive in the education, preparation, recruitment, and training of
our labor force.
As might be expected then, developing effective internationalization initiatives for
education has become an increasingly competitive field, and the United States must
continue to be a strong contender to remain competitive. It is both strategic and practical
for the United States public to be interested in and supportive of international student
programs reflecting global thinking and global consciousness—programs in which
international curriculum, students, and study opportunities add value to initiatives
(professional, social, and civic efficacy).
Many examples of private sector investment in international programs add to United
States business competitiveness in a global economy. The federal government also
supports international programs for their contribution to overall social, civic, and
economic health and well-being—although funding levels have diminished at this critical
time when individual, regional, and national competitiveness is being challenged by
rising demands and by good performance from economies and societies worldwide.
2

Recommendations from “A Research Agenda for the Internationalization of Higher
Education in the United States” report the presence of a strong desire to produce
graduates who are well suited to the blend of international cooperation and competition
(AEIA, 1995). While there is general support for programs to accomplish this,
educational entities need more specific information in order to articulate the value such
programs add to graduates’ participation, cultural transition, and effectiveness in the
global environment.
Bennell and Pearce (2003) have made a strong argument that language will remain a
critical constraint in this process of internationalization of higher education. International
consortia of higher education and other institutions are also likely to become increasingly
common, especially among countries in increasingly powerful regional economic and
political blocks, such as the European Union, North American Free Trade Agreement
(NAFTA), Asia Pacific Economic Corporation (APEC), and Association of South East
Asian Nations (ASEAN). According to Kedia and Daniel (2003), when the question
arises as to which skills are important for employees hired in international positions, the
true question becomes a matter of how much difference these skills will make in the
performance of such employees, or whether technical and business skills are enough for
them to perform appropriately. With increasing globalization of the business
environment and greater concerns about terrorism and homeland security, there is a need
to re-assess what top managers perceive to be the critical workforce skills necessary for
their organizations to succeed in today’s global business environment.

3

Statement of the Problem
One of the United States’ most compelling needs is the enhancement of our ability to
train, educate, and prepare our youthful population to enter the workforce ready to
compete with individuals from other areas of the world. The stark need to enhance, or
internationalize, United States educational programs drew the researcher to this project.
This existing situation therefore begs the questions resulting from what seems to be
incongruity in the apparent needs of the workplace and the training being provided by
academic institutions, particularly as it relates to international positions.

This situation

captured the attention of the researcher, who works in an internationally related field, and
formed the impetus for this research.
Purpose
The study’s objective is to identify and assess the importance, from both business and
educational perspectives, of competencies and skills required of graduates who seek
professional employment in an international setting. The importance of these
competencies and skills from both a business and educational perspective is of primary
importance to this research.
Research Questions
It is anticipated that answers to the research questions will provide the
educators/facilitators within the business or educational arena with empirical data noting
the knowledge, skills and attitudes required of graduates to be able to compete in a
dynamic global market. The major research questions are:

4

1.

What are the competencies and skills being required of employees and
prospective employees as identified by the businesses and the corporate
world?

2.

What are the competencies and skills being emphasized by academic
institutions in preparing prospective employees for the world of work?

3.

To what extent are the competencies and skills of academic programs
congruent with the required competencies and skills of the corporate world?
Significance of the Study

The research findings should contribute to the understanding of international
programs in preparing participants for effective engagement in the world’s economy and
in the complexity of multiple societies and cultures. It should help to provide program
developers and facilitators with insights for effective program development and delivery.
Definition of Terms
Cognitive, social and personal skills — These generic skills are the skills individuals
must acquire in order to communicate well with others, and are further enhanced by
providing a high-quality education.
Globalization — Thomas Friedman’s explanation of globalization is that it is the
“process by which the herd helps to build the foundation stones of democracy. These
globalization concepts are: perspective consciousness, state of planet awareness, crosscultural awareness, knowledge of global dynamics, and awareness of human choices.
International Setting — The expression international setting has been operationally
defined as a domestic (United States) or foreign (non-United States) cross-sector work
5

setting where a critical part of the employee’s assignment (as determined by the
employer) entails international or intercultural work with foreign persons or foreign
entities; or a knowledge of one or more other cultures to fulfill successfully assigned
duties and responsibilities.
Public Sector — The public sector is operationally defined as a governmental or
publicly funded section of society responsible for providing goods or services.
Private Sector — The private sector is operationally defined as the business section
of society.
Non-governmental Organization — A non-governmental organization (NGO) is a
voluntary organization with the purpose of providing goods or services to the public.
Cross Cultural Competence — Cross-cultural competence includes an understanding
of globalization in the broad systematic sense, along with personal traits, generic skills
and domain knowledge needed for applying it effectively in new contexts.

6

Chapter 2
Literature Review
Globalization and Education Theory
Globalization is an abstract term that has become popular in the 1990s (Blackmore,
2000). Globalization has increased economic, cultural, environmental, and social
interdependencies. New financial and political formations arise out of the mobility of
capital, labor, and information. Globalization is about the changing nature of state
relations between different communities. It is about relations between the individual,
state, and market and between nation states; education is positioned in these shifting
relations.
Globalization is a trend toward a worldwide free flow of goods, services, capital,
workforce, and information. (Blackmore, 2000) Within this context, globalization
includes not only cross-border flows, but also a new, shared conceptualization of reality,
which includes growing cultural and informational dimensions. The symbol of our times
at the international level is competitiveness, which is based less now on natural resources
and more on trained human resources. Globalization calls for a strengthened articulation
between lower levels of education and the higher education sector. It also calls for
improved congruence among universities, societal needs, and employers’ requirements.
The competencies and skills of students being prepared to graduate from universities
should reflect the needs of the society as well as the requirements of the employers.
Globalization is uniting the world, and it is transforming the workplace, job market,
and community (Friedman 1999). Friedman encourages the United States to create a
strategy that will make globalization sustainable to ensure that the United States will
7

always be able to compete effectively with the rest of the world. He would like to see a
different approach to health care, welfare, education, job training, the environment,
market regulation, social security, campaign finance, and expansion of free trade. The
contention is that globalization demands our society to move faster, work smarter, and
take more risks than ever before.
The relationship between globalization and education is defined as the changed
relationship between education and state (Morrow and Torres 2000). While the public
education system in the old capitalist order is mostly oriented toward the production of a
disciplined and reliable workforce, the new global economy requires workers with the
capacity to learn quickly and to work in teams. The argument is that the history of the
state and public education systems are fundamental elements of explaining public policy
in education in the context of globalization. The rise of a global informational economy
has weakened the state. The weakened position of the state has opened the way for
increased stagnation of education. Morrow and Torres believe that renewed calls for
international education have critical potential.
Apple (2000) is one of several scholars who believe that two conservative groups
dominate education policy in America today. First, neoliberalists are those who believe
that the world market should mold education policy and that every student should be
educated for a place in the workforce. Second, neoconservatives strongly support a
return to the traditional schooling of the “basics” (reading, writing, and arithmetic) and
moral education based on the beliefs of fundamentalist religions (Apple, 2000). Apple
thinks that these groups are the most vocal and politically powerful forces in American
education today, greatly interfering with forward-thinking education reform. He
8

contends however, that neither group is ready to grasp the realities of globalization and
restructure schools so that they prepare students for success, as well as survival in the
globalized world.
Education is still driven by bureaucracies that, despite good intentions, are bound to
the status quo, due to their rigid structures (Burbles & Torres, 2000). With corporate
downsizing and privatization of government agencies, including schools, taking within
the organization to do what is necessary, we must equip students by teaching them the
skills necessary for them to succeed once they become workers (Kaye, 1998).
International Education and Exchange
During the twenty years following World War II, United States leaders learned that
the challenges of the Cold War demanded that Americans acquire knowledge of the
world outside their borders. International education programs were created to provide
Americans with the skills necessary to obtain international competence. However, since
the end of the Cold War, exchange programs, that were once well financed by United
States government and private foundations, have been struggling to obtain funding. In
the past, exchange programs helped to create institutional ties and research alliances
between exchange students, their home countries, and the host countries
(www.NAFSA.org).
Many United States universities now provide exchange programs of their own, as
opposed to Federal exchange programs. Economic, competitive research and expansion
of the international dimensions of higher education are a few of the key areas now in a
state of flux. Hence, a proposal for an international education policy is written by the
Coalition for Education and signed by President Clinton in April 2001. Furthermore, on
9

December 12, 2000, then President-elect George W. Bush’s transition team was briefed
by the Alliance for International Education (AIEA) and was asked to commit to the goals
in the statement of the National Association of International Educators (NAFSA) and
AIEA. The administration was also asked to support an International Education Policy
for the United States; to reaffirm the April 19, 2000 Executive Memorandum on
International Education; and to expand upon it by developing a comprehensive federal
approach to enhancing international education and exchange (AIEA 2001).
National needs continue to emerge, resulting in the area of internationalization of
undergraduate education (McCarthy 1998). McCarthy refers to the writings of Robert
Kohls (1996), who believes that there will be an increase in the number of nation-states;
this will further fracture the globe into cultural, linguistic and ethnic subsets. The most
dramatic changes will take place in the shifting of economic powers, the G7 of the world;
the list of G7 countries already misrepresents the leading economic powers (Kohls 1996).
The seven leading powers today are considered to be the United States, Japan, China,
Germany, France, Italy, and India in rank order. Kohls projects that by the year 2020 the
United States will lose ground and that the G7 will then be China, United States, Japan,
India, Indonesia, Germany, and South Korea.
According to Kohls, there will be continued movement toward the surrender of some
sovereignty by nation-states. European and North American trading blocks are an
example, along with emerging trading blocks in the Pacific Rim and Latin America.
These trading blocks have made an impact on the international political economy. Transnational social movement organizations (TSMOs), most established since 1945, are also
on the rise. These TSMOs, now numbering approximately 600, could act as powerful
10

change agents. Also, with future trends there will be an increase in the number of nationstates. Since the international political economy is witnessing a rise in trading blocks and
TSMOS, there has been an erosion of national sovereignty. The contention is that while
other countries have been honing global skills as necessary for their economic and
political survival, United States progress in recent years has been monopolized by
defining the concept of global competence. With the re-definition of global security in
terms of economic, political, cultural, and environmental changes, there must be
specialists who have developed skills suggested by the international business community
(McCarthy, 1998).
McCarthy designed a three-dimensional matrix that provides an excellent visual
explanation of what should be provided in the undergraduate curriculum for students
attending United States institutions. This matrix can be used as a guide for the advisory
board for any academic institution of higher education in the United States. The areas of
education described below involve the following fields of study: languages, area studies,
interdisciplinary studies, major fields of studies and minor/cluster/certificate programs.
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Figure 1. McCarthy: Three-Dimensional Matrix for Undergraduate Curriculum
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CONTENT

These fields of study should enable students to gain the competencies and skills
emphasized by academic institutions in preparing employees well for the world of work.
Globalization concepts should be taught in the general education fields of study.
These globalization concepts are: perspective consciousness, state-of-planet awareness,
cross-cultural awareness, knowledge of global dynamics and awareness of human
choices. Undergraduate students should acquire the following types of skills:
negotiation, conflict resolution, team building, oral and written and presentation,
leadership, and exerting influence, by applying them to the globalization concepts in the
content of the fields of study listed in the matrix. (Figure 1, p.11)

12

American institutions of higher learning will remain attractive to foreign students and
scholars. Their interests, and the interests of those who fund them, will focus less on
acquiring an understanding of American society and more on acquiring a set of skills in
some aspect of any contemporary society. Insofar as the educational goals of foreign
students in the United States extend beyond acquiring advanced knowledge of techniques
and methodologies in specific fields of study, they are likely to emphasize understanding
the difference between how a globalizing force affects change in the United States and
their own societies, so they can better manage change in an integrated global setting
(McCarthy, 1998).
The value of international trade in knowledge and skills is being recognized worldwide. Bennell and Pearce (2003) discuss the extent to which higher education in Great
Britain and Australia has been internationalized. They believe that global interest in
international competencies and skills will continue to grow exponentially as the pressures
on governments to create highly skilled societies continue to intensify and trade barriers
are eliminated with the widespread enforcement of WTO provisions. Many foreign
countries, most notably China and India, are rapidly opening to the global economy.
Direct foreign investment in education and training provision is also likely to become
increasingly important as overseas investors establish overseas campuses and facilities.
Therefore, governments, especially in developing and transitional economies, will be
interested in creating environments for overseas educational providers.
Finally, one of the consequences of the rapid opening of national education and
training markets to international competition is that the process of qualification escalation
already rife in most developing countries is likely to intensify considerably. Individuals
13

recognize that acquiring internationally recognized and negotiable qualifications
significantly improves their positions in a poor job market. There is real danger,
therefore, that the increased availability of foreign qualifications will spark a new wave
of credentialism in developing countries.
American Council on Education (ACE) Preliminary Status Report
A telephone survey, written by Fred M. Hayward, was conducted across United
States campuses for a preliminary status report (ACE 2000). Using a national random
sample of 1006 respondents over the age of 18, the study found that the public strongly
supports international efforts at United States higher education institutions and that
students are interested in international education courses and opportunities. Also, parents
and students consider international education opportunities when selecting a college or
university. Overall, however, the level of internationalization on United States campuses
is low.
International higher education has reached a crossroads, and higher education
officials need to acknowledge the support of the public and the expectations of the
students. A benefit of the ACE study is that people are rethinking what United States
institutions are doing to internationalize undergraduate education. Higher education
institutions must prepare students for a globalized and highly interconnected world.
Although it is unclear whether the low levels of internationalization are the result of a
weak student demand, under-funding, a limited curriculum, or other impediments, ACE
researchers contend that colleges and universities should take steps to explore the issues
and respond to the public demand for greater postsecondary international education
(ACE, 2000).
14

International education at United States colleges and universities is a poorly
documented phenomenon. The data available for analysis are methodologically suspect,
inappropriate for comparison, and too outdated to be of value. There are only a few state
studies with little detailed information about the employment market’s needs for workers
with international expertise. According to the study, if recent shifts at several federal
government agencies are any indication, there is going to be demand for workers with
foreign language skills (ACE 2000).
Developing the Global Workforce: A Case study by RAND Corporation
The case study conducted by RAND Corporation (1994) is a corporation report that
discusses how American corporations and universities view globalization. The study also
assessed how corporations and universities are responding to its current and probable
future effects, particularly in the area of human resources. This case study determined
what globalization meant to corporations in the United States in 1994. The human
resources implications of globalization were compared to what corporations and colleges
were doing to meet the human resource needs at the time. What corporations were doing
to co-produce a competent global workforce was reviewed.
The RAND study conducted interviews at 16 corporations and 16 academic
institutions. Four major urban areas in distinct regions of the United States were
designated for the study. The corporations included manufacturing, construction,
business, and technological service firms. All the firms in the study were multinational
or had international business strategies. The academic institutions include both public
and private colleges and universities. All had mission statements or programs that
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acknowledged a desire to prepare graduates to participate in a global and international
political economy.
Findings from this research indicated that cooperation is mutually advantageous to
universities as well as to corporations. RAND therefore recommended that corporations
and educational institutions work together to assume joint responsibility for co-producing
a globally competent workforce. RAND researchers also recommended diversity
training. They found that multicultural competence is a new skill that globally oriented
corporations are beginning to require. The researchers stated that although most of the
interviewees from the 1994 research, particularly in the academic arena, believe that
multicultural competence is an important skill in business, especially international
businesses. Individuals who possessed skills in multicultural competency were hard to
find operating in the global market. Unfortunately, active efforts by the universities to
integrate their domestic and international students are few and sporadic. RAND
researchers would like to see more opportunity for interaction between the domestic and
international population at academic institutions in order to create more multicultural
competency among students. Lastly, RAND researchers recommend that graduating
requirements should be upgraded for generic cognitive skills. Generic cognitive skills
can and must be learned in a multicultural environment.
RAND cautions that there are limitations to the study in that the findings are based on
the perceptions and behaviors regarding globalization revealed by the study’s sample, and
that the sample might not, in fact, generalize to all United States corporate and academic
institutions. The corporations and academic institutions in the study were selected based
on already being cognizant of and responsive to the global economic environment and
16

international political economic arena. Furthermore, even in 1994, the researchers felt
that some anecdotal information was even then already outdated due to a rapidly
changing environment.
The findings of the RAND pilot study, however, have implications for corporate and
academic institutions involved in adapting organizational policies and practices to meet
the human resource demands of the internationalized or global economy. RAND
researchers reiterate that cross-cultural competence is the new human resource
requirement for corporations with global business strategies; however, at the time of the
study, this skill was in shortest supply. Cross-cultural competence includes an
understanding of globalization in the broad systematic sense and personal traits, generic
skills and domain knowledge are all needed for an individual to function, particularly in
the context of the international global market.
FURTHER FINDINGS:
The RAND study was considered as the model for the American International
Educators Association (AIEA) survey. However, because of the limitations cited in the
RAND study another research study that seemed to address issues relating to the sample
was considered. According to research conducted by professors of business
administration Kedia and Daniel January, (2003), when it comes to answering the
question of what international skills are important for employees hired for international
positions, the true question becomes a matter of how much a difference will these skills
make in the performance of such employees, or if technical and business skills are
enough for them to perform appropriately. With increasing globalization of the business
environment and greater concerns about terrorism and homeland security, there is a need
17

to reassess what top managers perceive to be the critical workforce skills necessary for
their organizations to succeed in today’s business environment.
Kedia and Daniel sent out a survey to chief executive officers (CEOs) and human
resource (HR) directors of Fortune 500 and INC 500 companies. Indirectly, 30 Centers
for Business Education and Research (CIBERS) and 56 Business International Education
(BIE) grant recipient schools were asked to collaborate in the data collection efforts by
sending out surveys of their initial contact companies. The response rate from the
Fortune 500 and INC 500 targeted firms was very low. However, the response rate from
the contact companies of the CIBERs and BIE grantees was high. One hundred and
twenty seven surveys were returned, of which 16 were not useable. This resulted in a
total of 111 usable surveys for analysis.
Since top managers other than the CEOs or HR directors completed several of the
surveys, Kedia and Daniel’s research treats the respondents as top managers and not
exclusively as CEOs or HR directors. Respondents were often executive vice presidents,
senior vice presidents, directors and senior managers working in such functional areas as
international business development, international sales, operations, marketing and
finance. Of the respondents 32% were CEOs, and 9% were HR directors. Seventy-two
percent of the respondents indicated that they have responsibility for their company’s
international business, and 52% of these have responsibility for the total organization.
Fifty-nine percent are involved in making international hiring and overseas assignment
decisions. Twenty-five percent had held an international assignment during their careers,
and nearly 40% spoke a foreign language.
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As shown in Figure 2, Kedia and Daniel also found that almost 40% of the companies
reported their international sales growing more rapidly than domestic sales; less than 35%
reported international activities growing less rapidly than their domestic activities.
Therefore, international sales and activities currently represent a very significant portion
of United States business.
Figure 2. International Sales: Percent of Total Sales

Number of Respondents
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The first issue addressed by Kedia and Daniel was the importance of various world
regions to the companies, both now and in the future. (This information may guide the
area studies and language education that business students are encouraged to take.)
Respondents were asked to rate current importance and future importance of five
different regions to their companies. The ranking of current markets in order of
importance was Asia, Europe, Latin America, the Middle East, and Africa. Companies
expect all markets to increase in importance in the future.
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Figure 3. Effect of 9-11

Reconsidered of International
awareness and competence among
staff and line due to terrorism

25%
75%

Another question addressed by Kedia and Daniel was whether terrorism and federal
security measures have made companies reconsider international awareness competence.
As shown in Figure 3, interestingly, only 25% of the companies have reconsidered
international competencies among their professional staff and line management abroad
and domestically even though over 30% of the companies have been affected by the
security measures. These statistics clearly show that while the events of September 11,
2001, have had an adverse effect on business, the effect has not been as devastating as
feared by many.
In Kedia and Daniel’s survey, about 80% of the companies indicated that they rely
mainly on foreign nationals to manage international operations with foreign offices. In
general, companies hire U.S. nationals to manage their U.S. operations and hire foreign
nationals to manage their foreign operations. This indicates U.S. companies tend not to
send U.S. citizens to foreign operations; neither do they employ foreign nationals in U.S.
20

management positions. It is not clear whether this is primarily due to cost consideration
and immigration restrictions, or whether the U.S. talent pool has insufficient language
and cultural knowledge to function effectively abroad. If U.S. companies are hiring
convenience they may be missing the opportunity to employ talented people and to reap
the benefits of multicultural management teams, both at their home country operations
and host country operations.
Another aspect of the study focused on the perceptions of companies regarding what
kinds of international expertise are important for two different employment categories,
namely, professional staff and line management. Staff functions are support jobs that
provide service and advice to line departments (Hellriegel, Stocum and Woodman, 1999).
Line functions are those jobs that directly affect the principal work flow in an
organization. Foreign language skills and international work experience received the
lowest average ratings, probably because so many of the firms handle their international
operations from the U.S. Even so, about 20% of the firms indicate that foreign language
skills and international work experience are of great importance to them for both line and
professional staff managers and only 2% of line management. This indicates that, at a
minimum, firms need their management personnel to understand the global economic
climate in which the firm operates.
Some of the most significant results of the Kedia and Daniel study were the
differences between what companies need from management level and from entry level
personnel. Companies were asked at what organizational level in terms of (a) hiring; b)
assignment; (c) promotion for professional staff and line management, do international
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and/or language skills become important factors. This was particularly interesting since
the AIEA survey focused only on entry level staff.
Figure 4. Importance of International Skills in Professional Staff Positions
Management Level
Entry Level
Foreign language skills

International Skills

International work
experience
Understanding of local
markets/business
practices
A global
perspective
Appreciation for crosscultural differences
Socio-political
knowledge of country

0

0.1

0.2

0.3

0.4

0.5

0.6

0.7

0.8

Importance (0 = Not Important; 1 = Important)

Figure 4 focuses on professional staff, for both management and entry levels. Sixtyeight percent of the companies indicated that a global perspective was important for
professional staff management, but only 26% indicated it’s for entry level staff. An
appreciation for foreign language skills and cross-cultural differences were the most
important requirements at the entry level for both staff and line personnel, with between
20% and 40% of the firms indicating that these are important entry-level skills. As
professional staff move into management, they need to increase their global perspective
and cross-cultural appreciation since 60% to 70% of the firms believe these skills are
important for professional staff management. Only 25% to 45% believe the same of
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entry-level positions. These beliefs seem valid, given the increasingly broad range and
impact of decisions made as managers progress in their careers.
Figure 5. Importance of International Skills in Line Positions
Management Level
Entry Level

International Skills

Foreign language skills
International w ork
experience

Understanding of local
markets/business
practices
A global
perspective

Country socio-political
know ledge

0

0.1

0.2

0.3

Appreciation for crosscultural differences

0.4

0.5

Importance (0 = Not Important; 1 = Important)

Figure 5 focuses on line management positions, for both management and entry
levels. In general, line personnel require less international knowledge than professional
staff at all levels. With respect to line positions at the management level, appreciation for
cross-cultural differences, a global perspective and understanding of local markets or
business practices have almost equivalent importance for companies when they make
staffing decisions for the positions at the entry-level, appreciation for cross-cultural
differences in the most important skill and foreign language skill is the second most
important skill. Overall, other international skills for line positions seem to have little
importance at the entry level, primarily because such personnel would typically have
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little decision making authority and little contact with customers, suppliers and others
outside their company.
Over 30% of the firms indicated that it is currently difficult to find United States
nationals with the international knowledge, expertise and language skills needed, almost
80% of the firms will place a greater emphasis on international competence among
management and employees over the next ten years. Therefore, there is very little
congruence between the competencies and skills of academic programs and the required
competencies and skills of the corporate world. This is consistent with the proportion of
firms that expect their percentage of international sales to increase and clearly indicates
that there will be a greater demand for international business education in the U.S. over
the next decade.
Perhaps as a result of the increasing importance of international operations and the
need for greater levels of international expertise at management levels, over half the firms
indicated that they have engaged in training programs designed to promote international
competence.
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Chapter 3
Methodology
Overview of Project
This research project was funded by a $20,000 grant from the Association of
International Education Administrators for this project. This grant included $19,827 of
in-kind resources provided by the Institute for Instructional Research and Practice and my
own in-kind services at the International Affairs Center. Seventeen pages long, it
consisted of 12 demographic questions (name, affiliation, years of experience, etc.), 3½
pages of contextual information and directions, a list of 166 items (competencies and
skills to be rated on a Likert Scale), and 5 open-ended questions about the list. The
respondents were asked to rate the importance of each item as follows:
1)

Very Important

2)

Important

3)

Somewhat Important

4)

Not Very Important

5)

Delete from List

The survey was mailed to 160 recipients in 6 states in discrete areas of the United
States. The recipients were deans, faculty members, corporate or business senior
managers, personnel directors or human resource directors of corporations and
universities, students, not-for-profit organizations, and governmental agencies. The
sample included public and private businesses and universities. In total, 548 surveys
were mailed to 160 individuals. In many instances, a package of five surveys was mailed
to an individual; this individual was to complete the survey and fulfill a request to
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identify others to complete surveys. This is the case with some deans, who were asked to
identify faculty members and recent graduates to complete the survey. Included in this
request was a profile of a desirable respondent. A similar strategy was used for some
corporations; a package of surveys was mailed to a human resources director or senior
manager requesting that, in addition to completion the survey, identification of other
professionals and recently hired employees to complete the survey. Again, criteria to
guide the selection of other respondents were included. An introduction letter with
background on the project was also included.
Later, a reminder of the deadline was mailed to each individual. Yet a third
correspondence was sent with the purpose of extending the time frame for returning the
surveys. Due to the slow response rate from the business community, researchers also
attempted to contact each corporation by telephone and electronic mail.
In addition to building on the priorities reported in A Research Agenda for the
Internationalization of Higher Education in the United States, the Institute research team
attempted to bud upon the findings from the CPC Foundation/RAND Corporation Report,
Developing the Global Work Force (1994). This study addressed issues similar to those
in the current study: What does “globalizm” mean to education and training needs and to
the paths of United States citizens?
This research project involved the development, piloting, and preliminary validation
of a list of critical competencies and skills for graduates starting careers in international
settings. Using the list of competencies, there was an attempt made to gather and analyze
preliminary empirical data to help understand and evaluate the importance of these
competencies from three different, yet related, perspectives—of major employers,
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preparation institutions, and recent graduates. The method of data collection was a
questionnaire survey administered through the mail or electronically. The survey was
administered to a representative sample of three populations: the business community,
institutions of higher education and graduating seniors seeking professional positions.
The list of competencies and skills would provide for the first time, a valuable
foundation for policy, planning, research, evaluation and marketing the nature and
importance of high quality, well prepared higher education graduates to meet the needs of
our country’s global workforce.
The sample of business organizations represented public and private institutions (such
as multinational firms with an international business strategy, the State Department and
the Department of Commerce). A description of who were asked to complete the survey
within each population is presented below:
Business Organizations: senior management, personnel or human resources department,
recruitment and training directors or senior members of two or more line departments,
recently hired entry-level professional employees.
Higher educational institutions: representatives of high-level decision-making members
of AIEA, and representatives of higher educational institutions’ career centers.
Recent job seeking graduates of higher educational institutions: a representative sample
of students who graduated from institutions that participated in programs that prepare
graduates to enter an international workforce.
The survey instrument was designed to determine and prioritize the competencies and
skills that are desired and valued by the international business community and to
determine whether or not students graduating from institutions of higher education
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possess those competencies and skills to successfully transition and succeed in the global
workforce.
Development of the Survey Instrument
Phase I: Critical pieces of professional literature were identified and thoroughly
reviewed in order to prepare an initial, tentative draft of competencies and skills. These
competencies and skills were identified as those that seemed to be desired by the
stakeholders. They included those already considered important in undergraduate
curricula in the United States institutions of higher education. Competencies and skills
represented the independent variables and the dependant variable was acceptability for
entry-level employment in a globalized economy.
Phase II: A team was convened to review the relevant literature and other materials.
The product achieved was to review the literature in order to further develop the set of
competencies and skills with a proposed ranking with a system to prioritize importance.
The review team presented this work product to the writing team.
Phase III: A writing team was convened, but the majority of its work was conducted
through electronic mail and the internet. Three versions of the writing instrument were
developed in order to accommodate the three distinct populations sampled. Within each
version of the survey, the content (skills, competencies and attitudes) were not altered—
only the phrasing of the questions were slightly changed to accommodate the reader.
Respondents scored the survey items using a Likert Scale.
The list of competencies and skills will provide, for the first time, a valuable
foundation for policy, planning, research, evaluation, and marketing the nature and
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importance of high quality, well prepared higher education graduates to meet the needs of
our country’s global workforce.
In addition to building on the priorities reported in A Research Agenda for the
Internationalization of Higher Education in the United States, the Institute research team
attempted to build upon the findings from the CPC Foundation / RAND Corporation
Report, Developing the Global Work Force (1994). This study addressed issues similar
to those in the current study: What does “globalism” mean to education and training
needs, and career paths of United States citizens?
The methodology for this project required adjustment as the work developed. Several
project steps were difficult to execute as originally planned because of the unavailability
of corporate and business subject matter experts
Step I: Development of Literature Review and Initial Draft of List
The relevant literature was thoroughly researched and reviewed. A preliminary,
systematic job analysis was developed from the review of literature and thorough expert
examination. The literature review was then used to generate the initial, preliminary list
of relevant competencies and skills. The completed literature review identified the most
relevant pieces of literature supporting the list.
With expert opinions taken into account, the list included competencies already
considered to be important in the undergraduate curriculum for students attending United
States institutions (McCarthy 1998). The competencies and skills are generic, i.e.,
applicable to various disciplines and positions (but not levels). Project personnel are well
aware that positions in certain industries, even at entry-level, may have relatively specific
competencies and skills required for or tailored to that position: This list does not aim to
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address such specific skills or competencies. At this stage, subject matter experts have
developed a preliminary list of generic competencies and skills – to be reviewed and finetuned by the review/development team in the next step of the project.
Step II: Review/Development Team
A review/development team, consisting of several international competencies and
skills subject matter experts (SMEs) representing both the business community and
higher education, convened for a two-day meeting. The preliminary systematic job
analysis, the literature review, key pieces of the literature and the list (developed with
expert opinion and the relevant literature ) of relevant competencies and skills were
developed by (Step I, above). To the review/development team, the literature review and
key pieces of literature were presented—for review and further refinement. Project staff
facilitated this development team meeting during which the materials were reviewed,
some in person and some via electronic mail, and clarified or fine-tuned the preliminary
list of competencies and skills.
Overall, the SMEs were quite familiar with the research, especially that was
conducted abroad, e.g., Australia and Canada. The project’s primary subject matter
expert, consultants, an academic leader and AIEA member from Canada, identified.
They did not identify some significant research and reports not included in the prepared
review. The review team stated that the generic competencies and skills appeared
desirable from two perspectives, that of 1) corporations hiring recent graduates for
international positions; and 2) institutions of higher education where students are trained
and prepared for the workplace. They did not address the third viewpoint, that of
graduates seeking employment.
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Step III: Instrument Development
A writing team of SMEs, then formalized the list of competencies and skills. Because
of time and mobility constraints on the part of the subject matter experts, the writing team
communicated and worked electronically. The team decided on a protocol for the style
of writing, i.e., wording of competencies and skills, and then team members wrote
individually. Next, they fleshed out the competencies and skills into a working list and
developed groupings of and headings for the competencies and skills. Finally, the written
product was aggregated and then reviewed through electronic mail.
Additional subject matter experts, not involved in the development of the preliminary
list, reviewed it yet again via electronic mail and recommended revisions. The
recommended revisions were subsequently made, and this revised list of competencies
and skills is included as Attachment A.
The project called for data to be collected from the three populations, business and
governmental personnel, university faculty and staff members, and recently graduated
employment seekers. In order to collect data regarding the degree to which key
stakeholders (audiences) agreed with the selection of competencies and skills and to
ascertain the relative importance of each, a survey instrument was designed around the
list of competencies and skills. This revised list is the main substance of the survey
instrument. The team of experts decided upon a five-point-rating scale, ranging from
‘Very Important’ to ‘Delete from List’ so that respondents could indicate the relative
importance of each skill and competency listed. The survey instrument also included
demographic questions and a few open-ended questions.
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The survey instrument is modified slightly, according to the sample respondent type:
corporate, academic, or student/recent graduate. Within each version of the survey, the
content of skills, competencies and attitudes is not altered. Only the phrasing of the
directions is changed to accommodate the type of respondent: a student/graduate, faculty
member, human resources officer, recruiter, senior decision maker, placement specialist,
or personnel director. For example, the students/graduates were asked to indicate the
extent to which they were taught or trained in the competencies and skills—rather than
how important they believed each to be. The survey was then disseminated to the three
populations: businesses, postsecondary institutions, and recent graduates.
Step IV: Data Collection -- Administration of the Survey
The questionnaire survey was administered either by electronic mail or as a
paper/pencil instrument through the mail with return envelope and postage provided. To
maximize the return rate, respondents were provided approximately thirty days, an ample
amount of time for completing and returning the survey. In addition, each respondent
received two follow-up letters, one as a reminder and the second as a reminder and an
offer of additional time if needed.
The survey instrument was designed to serve the following three functions:
1. To identify the competencies and skills desired and valued for international
positions by both the business community and academia
2. To prioritize the competencies and skills by importance and relevance
3. To determine whether students graduating from institutions of higher
education believe they possess those competencies and skills deemed
necessary to successfully transition into and succeed in the global workforce
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Sample Design
The design expands upon the work of the RAND study (referenced in “Overview of
Project”), Project staff thoroughly reviewed the methodology and sampling design used
by RAND. Finding its method and design sound, its design was adapted as the base of
this project and expanded as required. Two of the main differences, however, are
RAND’s use of the case-study approach and RAND’s extensive efforts in securing the
participation of previously identified corporate representatives prior to beginning data
collection. RAND Corporation secured corporate participation through extensive
preparatory work and relied on substantial name recognition and reputation. RAND
research staff conducted personal, face-to-face interviews at 32 institutions. These
institutions were distributed evenly among four major urban areas in distinct regions of
the United States. The current project utilizes similar sample selection criteria and
similar regional stratification.
Population
The survey was administered to a representative sample that is stratified along two
dimensions: target audience and geography. One level of stratification involved
stratifying the sample to target three audiences. A description of the type of respondent
targeted within each sample follows: Business organizations: senior management,
personnel or human resources staff members, recruiters and trainers, directors or senior
members, line department directors, and recently hired entry-level professional
employees both public and private institutions. The sample of business organizations
represented public and private institutions, e.g., multinational firms with an international
business strategy, the State Department, and the Department of Commerce; Higher
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education institutions: senior decision-makers, members of AIEA, and representatives
of career centers at higher education institutions; Recent employment graduates of
higher educational institutions: students who graduated from programs to prepare
graduates to enter an international workforce in entry-level positions.
Sampling Strategy for Grant and Sample Size
Participating entities were selected not on the basis of being representative of
“businesses” or “colleges” in general, but of being fully aware of, and actively
responding to, the increasingly global economic environment.
Corporation selection criteria included the following: Manufacturing, construction,
and business and technical service firms; multinational firms or firms with international
business strategies; firms that recruit professional employees from college campuses; and
public and private organizations, including nongovernmental volunteer organizations
(NGOs).
Corporate-setting samples included the following: Senior members of management;
heads of personnel or human resources departments; department directors; and
institutions that offer career services.
Academic-setting samples included the following: Senior decision makers or senior
college/departmental leaders responsible for programs; directors of career services
offices; senior faculty members involved in preparing students to enter the workplace,
from at least two departments of each institution; deans /directors of international affairs
(or similarly named) programs; students or recent graduates.
Letters of introduction accompanied each survey or survey packet. Depending upon
the respondent, the language of the letter varied slightly. For instance, deans of colleges
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were sent five packets. They were asked to complete the survey themselves and also to
identify a senior international faculty member and 3 students who graduated within the
preceding 24 months to also complete the survey. A personnel director of a corporation
was sent 4 survey packets and asked to complete the survey and also to identify 3
employees hired within the preceding 24 months to complete the survey.
Table 1: Overview of Targeted Sample Respondents
Corporate
Academic
Public
Private
NGO
Public
Private
DecisionDecisionDecisionDecisionDecisionmakers/directors makers/directors makers/directors makers/departm makers/departm
ent
ent heads/deans/
heads/deans/seni senior faculty
or faculty
Senior
Senior
Senior
Career services
Career services
management
management
management
officers
officers
Personnel or
Personnel or
Personnel or
Deans/
Deans/
human resources human resources human resources directors
directors
department
department
department
heads/college
heads/college
heads/college
recruiters
recruiters
recruiters
Recent hires
Recent hires
Recent hires
Students/
Students/
recent graduates recent graduates
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Table 2: Overview of Stratified Sample
Los Angeles
Corporate Academic
Fluor
University
Daniel
of
California
at Los
Angeles
Warner
Brothers

Toyota
Motor
Sales
U.S.A

Deloitte &
Touche

*
University
of
Southern
California
California
State
University
at Long
Beach

New York
Corporate Academic
Booz
State
Allen &
University
Hamilton
of New
York at
Stony
Brook
AT&T
* New
York
University

Chicago
Houston/Dallas
Corporate Academic Corporate Academic
Schlumber University Motorola
University
-ger
of Texas at
of Illinois
Austin
at Urbana
–
Champaig
n
Halliburto * Southern Household *
n
Methodist Internation University
Geophysic University al
of Chicago
al Services

Miami
Corporate Academic
Catholic
*
Charities
University
(mailed to of Miami
other
offices as
well)
A.T.
Florida
Kearney,
Atlantic
Inc.
University

General
Electric

Mobil

University UARCO
of Houston

Northern
Illinois
University

A.C.
Internation
al, Inc.

Florida
Internation
al
University

Oil
Company

* Texas
Christian
University

* De Paul
University

Advisors
Internation
al, Inc.

* Barry
University

* Loyola
Hoechst
Marymoun Celanese
t
University

City
University
of New
York –
City
College
*
Columbia
University

Baxter
Healthcare

Los Angeles

New York
NAFSA

Chicago

Houston/Dallas

Miami
Twin Oil
company,
Inc.
United
States
Holdings,
Inc.
3D
Internation
al

* Private school
Also included in the sample were the following organizations: Department of Labor (Washington, D.C.), State Department
(Washington, D.C.), Peace Corps (Washington, D.C.), UNICEF, Rotary Club, Fulbright Association

Chapter 4
Data Analysis
A Microsoft Access database was developed for the purpose of data entry and
analysis. The data was analyzed 1) to finalize the list of competencies and skills
considered to be valuable to each stakeholder group—businesses, universities, and
graduates; and 2) to assess the relative importance of the competencies and skills thought
to contribute to successful work performance in a globally active organization.
The survey data was intended for analysis of comparison among the perspectives of
employers, training institutions, and graduates regarding the relative importance of the
validated competencies and skills. Such a data analysis would contribute to an
understanding of real and perceptual gaps among the three populations. Descriptive
statistics were generated for each skill and utilized for the analysis. As the data analysis
illustrates, however, there was not appropriate representation from each target population
to justify empirically sound comparisons. The overall response rate was approximately
13 percent and disproportionately represented institutions of higher education over
corporations and recent graduates.
The data were analyzed and interpreted by a team that included Institute
psychometricians. The team relied heavily on both the “percent positive” measures and
the standard deviations to interpret survey respondents’ rating recommendations. Each
skill was reviewed separately and in relation to the other skills associated with the
competency to achieve an individual rating recommendation based on the ensuing
discussion and the survey data.
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The ratings from the survey respondents are presented on the list of competencies and
skills in Attachment C.
Summary of Survey Respondents Demographics
Table 3: Years of
Experience with
Current Organization

Table 4: Years of
Experience Training for
International Setting

Table 5: Years of
Experience in
Current Position*

Years
0-1
2-5
6-10
11-15
16-20
21-25
26-30
30 +

Years
0-1
2-5
6-10
11-15
16-20
21-25
26-30
30 +
Blank

Years
0-1
2-5
6-10
11-15
16-20
21-25
26-30
30 +
Blank

%
13
31
13
13
8
15
2
5

%
5
10
15
13
15
10
10
13
7

%
26
31
15
10
8
2
2
0
5

Table 6: Audiences
Type

%

Universities
Businesses
Students
NGO/Fed
Gov/NFP

74
12
8
6

* Excludes the student
respondents.
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Validation Team
After reviewing the survey responses and noting over-representation of the academic
audience, project staff reassessed the criticality of the validation, emphasizing the
necessity to ensure corporate representation. Corporate and business representatives,
whether they are current or future international professionals, are the ultimate
stakeholders for the products of this project. For the product to serve those stakeholders
well, they must be an integral part of the development process.
For several months, through a no-cost grant extension, project staff endeavored to
organize a two-day meeting. When those efforts failed, attempts were made to organize a
one-day meeting with an accelerated work agenda. During each attempt to organize a
meeting, it became clear that most subject matter experts able to attend would be
academic. Therefore, project staff acknowledged that such circumstances mandated a
reworking of the validation process. Instead of bringing corporate subject matter experts
to the validation process, took the process to the experts. Through inquiries to the Florida
Chamber of Commerce and the Tampa Chamber of Commerce, staff contacted
committees and councils (within Florida) whose membership consisted of corporate and
business representatives with international interest. Groups, such as the Tampa Bay
International Business Council, an organization serving the international business needs
of the Greater Tampa Bay area, the Counselor Corps, and the Tampa Bay Women in
International Trade, were contacted to request their input in the validation process. Some
of the contacts were made through electronic mail (as is the case with the Counselor
Corps) and others were made in person by requesting to be put on the agenda for
regularly scheduled meetings. Project staff were able to present an overview of the
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project to a formal meeting of a group of international business representatives
approximately 42 members, with international interest and expertise. The members of
this group made recommendations regarding the survey findings and changes to the list
during the meeting and through follow-up phone calls and e-mails.
Other efforts were made to solicit input from recent graduates and students interested
in working in an international setting. While it could be said that this effort and resulting
data is more qualitative than quantitative and not as empirically sound as might be
desired, the information appears valid enough to substantiate the need for additional work
on the knowledge and abilities required of successful international professionals.
Specifically needed is a thorough validation of the list of competencies and skills (the
instrument itself). Rather than providing support for the recommendations resulting from
the survey data, the corporate and student input, received during the reworked validation
process, contradicted some initial survey data. This initial survey data indicated an
importance rating for each skill, including those so unimportant that they should be
removed from the list altogether. The subsequent input from corporations and students
indicated that some of the skills that were rated as “unimportant” were, in fact, quite
important and that the list should remain intact until further efforts can be made for
review and validation.
This qualitative evidence indicates that the appropriate input from the corporate and
business experts would yield recommendations different from the overrepresented
academic survey respondents. In addition, the limited input from current students
indicated that there may be a disconnect between what the academics believe are
important competencies and skills for students to have and what students themselves
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believe their strengths and abilities to be upon graduation. There is some indication that
students were unsure of skills relating to work environment communication and
management due to limited experience. Former students perceive their academic
preparation as not parallel with what is required in the real world of work.
Another disconnect indicated is one between what academics believe are important
competencies and skills and what corporations and businesses seek when recruiting new
employees. However, uneven validation of survey findings precludes making definitive
conclusions and recommendations. This reveals again that the competencies and skills of
academic programs are not congruent with the required competencies and skills of the
corporate world.
There was substantial feedback regarding the wording of the competencies and skills.
Many respondents indicated that in many instances the wording is problematic (i.e.,
vague, too specific, too broad, etc.) and that even subtle changes made to the wording
would drastically alter the rating. Additional input from the corporate stakeholders
would help address this issue and would certainly benefit the list of competencies and
skills.
This study goes well beyond previous survey work because, to project staff’s
knowledge, a list of competencies and skills for the global workforce has never been
gathered, organized, or prioritized. For the first time, a foundation for building policy,
planning, research, and evaluation will be made. Additionally, the marketing of high
quality, well prepared graduates will enhance the economy by fulfilling the needs of the
United States global workforce.
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Chapter 5
Limitations
The sample size, because it is a pilot study that takes place in designated states of our
country, is a limitation to the research study. Furthermore, the study’s sample may not
generalize to all United States corporations, universities, and colleges. The participant
institutions were not selected on the basis of being representative of “businesses” or
“universities” and “colleges” in general. Instead all participants were selected on the
basis of being fully aware of, and actively responding to, the increasingly global
economic environment. Therefore, the participants, by being willing to contribute their
experiences and insights, have provided rich and detailed information about globalization
from which other institutions, no doubt soon to be drawn into the international arena, can
benefit.
Because content analysis is used in this study, there are questions about validity
issues related to analysis of existing statistics. Content analysis is limited to recorded
communications and can raise issues of both reliability and validity. However, these
issues can be resolved through logical reasoning and replication. Since a true validation
of this instrument has not occurred, believe further efforts should be made to continue
and perfect the work of the current project.
Furthermore, because the study involves survey research, findings can be somewhat
artificial, potentially superficial, and relatively inflexible. Using surveys to understand
complex social processes, such as competencies and skills required in the international
workforce, may provide an incomplete, oversimplified picture. In general, survey
research is weak on validity but strong on reliability.
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Although this project had limitations, the research combined with the research of
Kedia and Daniel provide sound data for American academia and multi-national
corporations to take into consideration when hiring a graduate from a four-year institution
in the United States.
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Chapter 6
Conclusions and Recommendations
Some conclusions are immediately apparent, and recommendations thus become
immediately transparent. First, further research should be conducted to validate the list
of critical competencies and skills for persons starting careers in international settings.
Because the survey’s language is crucial to an exact outcome of how multicultural
competence is considered a requirement for new-graduate hires, the survey instrument
should first be revised, the revisions reviewed, and the survey language re-written
accordingly. This review process would reduce possible bias, or “slanting,” in word
choice and phrasing that may tend to predetermine outcomes.
Secondly, it may be necessary to augment survey data with personal interviews,
preferably face-to-face. Time and resources permitting, it would be beneficial also to
conduct interviews with human resource personnel, in varying sizes of corporations, in
geographically diverse states. Such interviews would increase the findings’
representation and generalizability.
Thirdly, despite the preponderance of academia’s returns, even more academicians
should be asked to complete the survey. The rationale for further academic evaluation is
complex. Project analysis tended to demonstrate a disconnect between a (the
perspectives of the academic programs, and b) the perspectives of nonacademic
international businesses and organizations and the graduate-employees. This situation is
particularly troublesome since the academic programs surveyed have a particular interest
in training students for the international workforce. In other words, it is probable that
entities of theory and training need guidance from entities of praxis. Thus, proper
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validation of the list of competencies and skills would serve a dual focus: Expanding the
survey would draw the attention of all stakeholders to desirability and economic value of
undertaking more research in international training and employability. An expanded
replication of this effort would provide increased generalization both nationally and
globally. The survey’s expansion would also increase knowledge and awareness in an
area critical to our country’s future prosperity.
Fourthly and more specifically, to determine upward mobility related to international
training, the same populations should be surveyed again in two years, and perhaps at
ensuring intervals, to generate the comparisons a longitudinal study provides.
Next, a thoroughly validated list of international competencies and skills would
provide feedback to the training institutions with international programs in place.
Additionally, such a list would be invaluable to training institutions not currently offering
international programs: As globalization continues, more colleges and universities will
initiate programs, most likely emulating those programs already in place. Obviously, the
disconnect between academic training theory and corporate praxis is likely to produce
negative outcomes for United States’ participation in the global political economy.
As the RAND study recommends, the academic and corporate communities should
work together to create venues for sharing investigative and operational results more
broadly and to align their policies, wherever feasible, to meet national goals and
objectives in globalized areas of endeavor. Large-scale, inter-institutional relationships
revealed in this research are daily increasing in significance for the United States.
Therefore, those relationships must be queried, researched, validated, and strengthened,
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so United States citizens can continue to enjoy our well deserved reputation for getting
the job done.
Recommendations for additional phase(s) of the AIEA study are to: 1) enlarge and
refine the empirical and utilitarian knowledge base underlying the range and depth of
these generic competencies and skills; 2) form clusters of competencies and skills needed
for various types of positions; 3) communicate generic and clustered competencies and
skills to post-secondary educational programs and to public and private employers, so
that they will collaborate to train and hire well prepared professionals to work in
international settings; 4) increase the degree and intensity of input from key stakeholders
such as the business community.
Furthermore, the project’s limitations (or reasons for certain shortcomings) point to
certain recommendations. The international efforts of U.S. companies currently represent
an important percentage of their businesses, and internationalization is expected to
increase during the next decade. Eighty percent of the companies believe their overall
business would increase if their staff had more and better international expertise.
Certainly, companies will place greater emphasis on international competence among
management and employees in the next ten years. In response to increasing globalization
and competition, markets for U.S. products and services are expanding at a rate not
evidenced in recent history. Knowledge, information, and communications are also
increasing geometrically in response to increased demand for goods and services.
Mergers and acquisitions, with their restructuring and consolidation in rapidly changing
markets forces due to international competition, are driving changes in the United States
workforce. The rate at which businesses can adjust often determines their survival.
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Because of changing market forces, the nature of knowledge, information, and
education for employees of United States firms has changed. Corporations, agencies, and
school districts (who train future employees) hire their employers from universities. As a
major supplier of employees to these corporations and agencies, colleges must understand
the types of students who will become successful top executives, managers and
employees in these firms. Between 93 and 96 percent of the United States labor force
works for large organizations, corporations, and government agencies. However, the
methods by which universities generally gather information related to industry and
agency needs are often non-systematic, incomplete, and sporadic.
Furthermore, as seen in the AIEA study, the leaders of multinational corporations are
extremely busy, and it is often difficult to obtain accurate information from them,
because they do not have the time to invest in providing it. The researcher must find a
method to approach this group in a manner that is as expeditious as possible, for example,
getting on a luncheon agenda, presenting ideas for 10 minutes, and asking for immediate
feedback. Information must be presented to corporate stakeholders in as straightforward
a manner as possible. Acquiring information about the changes impacting corporations,
how corporations are changing, how their needs for employees are changing, and how
their future employees will differ from present employees is essential.
An appreciation for cross-cultural differences is the most important international skill
sought by companies for both professional staff and line management employees, closely
followed by a global perspective. Management personnel also need an understanding of
local markets/business practices and socio-economic and political knowledge of the
nations with which they interact. U.S. universities should have a stronger emphasis on
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integrating international and cross-cultural topics into all curricula, since these skills
seem to be universally needed by business, even at the entry level.
International skills are more important at the management level than at the entry level
in terms of hiring, reassignment, and/or promotion decisions. At the management level,
there is an even greater need for international understanding, and personnel also need to
have more market-specific knowledge. Therefore, business administration and executive
programs should focus more on understanding the business and marketing issues relating
to international business.
While foreign language skills received the lowest average rating in importance as a
skill sought by companies, about 20% of the companies rated foreign language skills to
be of great importance. Similarly 25% of the firms believe that international work
experience is of great importance.
United States firms rely more on in-house and consulting firm providers than on
universities for training programs to promote international competence among their
employees. Universities need to publicize their executive training and other services
available to businesses, as many businesses do not realize that the universities can be a
resource to them in this area.
The two most important areas in international business education that participating
companies believe should be improved are international emphasis in business school
curricula and more emphasis on geography in its broadest sense.
The results of this research clearly indicate an increasing need for international
business education in the United States. Indeed, with the projected growth of
international operations, additional international business education programs will need
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to be developed, particularly programs with a focus on Asia. At the very least, all
business graduates need to have an appreciation for cross-cultural differences and a
global perspective. Additional training programs, both degree and non-degree, are also
needed to provide management personnel with the higher levels of knowledge for
addressing the competitive challenges of the global business environment.
As various kinds of business organizations increase their global presence, specialists
with the knowledge and ability to succeed must continue to increase their understanding
of the multiple cultures in which their organizations may operate or market. More, and
more thorough, efforts to define, describe, understand, and respond effectively to issues
and practices across cultures will be required. Global perspectives in both practice and
research must inform United States discourse regarding our educational system, our
graduates, and our international workforce. Only through a global lens can we glimpse,
in the future international political economy, a vital and burgeoning United States
presence.
Based on current literature and the findings from this study, the design below is being
recommended as a prototype of the competencies and skills required for effective
performance in the international global environment. These international competencies
and skills should be attractive to the human resources managers who will choose the
resume with international competencies and skills as well as core competencies and
skills.
As businesses increase their global presence, specialists with competencies and skills
for coping in a globalized world must increase their understanding of multiple cultures in
which the organization might operate or market. A greater devotion to describing and
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understanding issues and practices across cultures will be necessary. Greater global
thinking in our discussions in practice and research regarding education, graduation, and
the multi-corporate workforce will enhance the international political economy and make
it easier for people to communicate worldwide.
Figure 6: International Competencies and skills Target

International Skills and Competencies Target

Core Skills and
Competencies
Team Building
Negotiation
Leadership
Critical Thinking
Judgment
Listening
Communication

Clearly this research demonstrates the criticality of students receiving a well-rounded
education that includes skills interesting to the corporate workforce, such as--finance,
marketing, international business, accounting, economics, professional and technical
writing, and business administration.
Furthermore, students should acquire the following skills, as also shown in Figure 3:
negotiation skills, conflict resolution, team building, oral and written presentation,
leadership, and exerting influence, by applying them to the above mentioned
globalization concepts in the content of the fields of study listed in the matrix. The outer
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periphery of skills is designed to be a determining factor for the human resources
personnel in the decision making process.
Competencies and skills in the globalized world should be taught in the general
education fields of study. These globalization concepts are: perspective consciousness,
state of planet awareness, cross-cultural awareness, knowledge of global dynamics, and
awareness of the consequences of human choices. Undergraduate students should
acquire the following skills: negotiation, conflict resolution, team building, oral, written,
presentation, leadership, and exerting influence, by applying them to the above
mentioned globalization concepts in the content of the fields of study listed in the matrix.
These competencies and skills are identified by businesses and the corporate world as
being required of employees and prospective employees. It is clear that the competencies
and skills of academic programs are still not congruent with the required competencies
and skills of the corporate world. Furthermore, it is difficult, indeed, near impossible, to
recruit corporate representatives for one- and two-day meetings in Tampa, Florida.
Therefore, corporate input must be solicited through alternative methods.
The resulting work products provide, for the first time, a valuable foundation for
policy, planning, research, evaluation, and marketing for selecting and training
international employees. Well prepared higher education graduates will enhance the
United States economy and become our country's critical global workforce. In addition,
the data from the study is used to analyze, compare, and contrast the perspectives of
employers, training institutions, and graduates about the relative importance of the
validated competencies and skills. This analysis of perspectives sketches both real and
perceptual gaps among these three populations.
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The AIEA study should also be expanded to delve into why multinational
corporations responded only moderately about the importance of international education.
This is especially important considering information received after the AIEA study:
Kedia and Daniel found that new interest has arisen in training U.S. workers hired by
multinational corporations. (Kedia and Daniels, 2003)
Bear in mind, U.S. corporations housed in other nations often hire nationals to run
their firms. This can happen because U.S. entrepreneurs and companies and are less
concerned about making mistakes and more concerned about creativity than some
nation’s business cultures. Therefore, they are willing to risk the advantages of foreign
nationals, or to put it another way—advantages of natives who thoroughly understand
their own countries—running their international entities. An argument could be made
that this strategy is a globalized way of thinking as compared to the Japanese system, for
instance, which has created a stagnant, suffering economy. The Japanese would be very
uncomfortable hiring foreign nationals to run their corporations, and Japan has been
mired in low growth for a decade. Created by the Japanese, benevolent paternalism,
turned out to be a bust in energizing the entrepreneurship, or “creative juices,” of the
Japanese people. Benevolent paternalism and globalization expose the Achilles heel of
the Japanese economy, namely the inward orientation of most of Japan's industrial
establishment. In exchange for the security of lifetime employment at a giant kiretsu,
Japanese management and employees are willing to risk the failure of businesses to grow,
gain experience, and earn more money. (Leander, 2000)
To sum up, solid recommendations will be made for expanding this study to
enlarge and refine the empirical knowledge base that underlies the range of these generic
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competencies and skills. The recommendations herein for the job competencies and
skills needed for post-secondary preparation programs and for both public and private
international employers have the purpose of building a well prepared United States labor
pool that will enhance a highly politicized, international economy.
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The List of Competencies and Skills — Contextual Basis
Uses of the International Competencies and Skills
Audiences for Products
Three interrelated audiences may find this work useful:
•

Employers (public, private, NGO human resource/management)

•

Postsecondary faculty teaching in bachelor’s degree programs that
emphasize preparation for international careers

•

Recent graduates of such bachelor’s degree programs
Research and Evaluation

Competencies and skills represent the independent variables for entry-level
employment, which is viewed as the dependent variable for research and evaluation
practices. Employment in the Public or Private Sectors or with Non-Governmental
Organizations
Screening, hiring, promotion, training, formative and summative evaluation, and
related resource management functions:
•

Education Postsecondary

•

Staff development

•

Teacher education (pre-service and in-service)

•

Developing “world citizenship” skills for postsecondary students

•

Policy, Budgeting, and Planning
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Key Terms
The expression international setting has been operationally defined as a domestic
(United States) or foreign (non-United States) cross-sector work setting where a critical
part of the employee’s assignment (as determined by the employer) entails international
or intercultural work with foreign persons or other foreign entities; or a knowledge of one
or more other cultures to fulfill successfully assigned duties and responsibilities.
The public sector is operationally defined as a governmental or publicly funded
section of society responsible for providing goods or services. The private sector is
operationally defined as the business section of society. A non-governmental
organization (NGO) is a voluntary organization with the purpose of providing goods or
services to the public.
The competencies and skills are organized using these headings and categories.
I. Intercultural competencies:
International mindset – develop attitudes that support your international strategy
Knowledge of Interpersonal Context
Knowledge of Societal Context: Cultural diversity, cross-cultural awareness,
foreign society, customs, and culture
II. Understanding National and World Issues
Knowledge of One’s Own Biases, Values, and Issues
Knowledge of One’s Own Country’s Biases and Issues
Knowledge of the World’s Biases and Issues: International perspective
Knowledge of Historical Developments throughout the World
Knowledge of World Geography, including Maps and Globes
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Knowledge of Economic Systems
III. Language Skills
Knowledge of How to Use English (Your Own Language) in Other Cultures and
How to Use a Foreign Language in the Native Country
IV. Resiliency and Coping Skills: Individual-Oriented
Knowledge of Personal Management/Resolve: Personal traits, personal
management skills
Knowledge of Communication Skills
Knowledge of Effective Decision-Making: Making good judgments
Knowledge of Solution-Oriented Practices: Problem identification, information
gathering, idea evaluation, and conflict resolution
V. Team Work and Leadership Skills/Traits: Group-Oriented
Knowledge of Group Dynamics
Knowledge of Organizational Effectiveness and Leadership
VI. Governance and Strategy:
The organization’s vision, strategy, structure, culture, and people
Knowledge of the Organization and its International Position
VII. Technology
Knowledge of Computer Software
Knowledge of the Use of Current Computer-Related Technologies in Society
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Attachment A:
Preliminary List of Competencies and Skills
What a recent graduate needs to be able to know and do in order to secure an entrylevel, professional employment position in an international setting (at home or abroad).

Intercultural competencies: Global mindset – develop attitudes that support your
global strategy
A.

Knowledge of Interpersonal Capacity
1. Demonstrate the qualities of tolerance, sensitivity to others, and tact
2. Demonstrate open-mindedness and curiosity with respect to other
countries and cultures
3. Demonstrate pride in one’s own culture and accomplishments
4. Recognize and respect individual and cultural differences
5. Recognize issues that may be sensitive to other cultures and peoples and
respect their beliefs
6. Demonstrate willingness to adapt to others’ standards of behavior:
political, cultural, social, and religious
7. Understand how culture and politics influence the business practices and
business ethics of other societies
8. Demonstrate appropriate international etiquette in situations with business
colleagues and clients such as greeting, introducing, thanking, taking
leave, negotiating, and confirming contracts, socializing, paying, and
receiving compliments, and gift-giving
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9. Demonstrate the ability to constantly look for the big picture or multiple
possibilities for any event or occurrence

B.

Knowledge of Societal Capacity: Cultural diversity, cross-cultural awareness,
foreign society, customs, and culture
1. Identify the basic beliefs of the world’s major religions
2. Describe the historical context, development, and conflicts growing out of
the interaction of the world’s religions
3. Define culture
4. Describe ways in which people adapt culturally to different physical
environments
5. Define cultural regions, including classification of the dominant cultural
traits or features of major regions
6. Determine cultural factors influencing population growth
7. Identify cultural diffusion
8. Identify cultural differences that may lead to obstacles in communication
9. Knowledge of social class and socio-economic variables and their impacts
upon
10. societies and individuals
11. Understanding American and World Issues
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A.

Knowledge of One’s Own Biases and Issues
1. Demonstrate flexibility while retaining the stability of one’s own identity
and values
2. Develop a global mindset that is flexible and comfortable with ambiguity
and chaos
3. Identify one’s own biases and attitudes
4. Fully understand one’s own cultural conditioning, values, and
assumptions, as well as their impact on the organization’s culture
5. Examine one’s own assumptions about other cultures
6. Behave in a manner that demonstrates knowledge of and respect for other
countries
7. Subjugate the need to impose one’s own structure and ideas on others
8. Understand the impact that one’s own values and beliefs have on his/her
perception of world events
9. Assess one’s own knowledge and skills to think about and act on global
concerns
10. Demonstrate a personal commitment to social justice, equity, and
stewardship on an environmental level
11. Recognize diversity as a resource to be leveraged

B.

Knowledge of One’s Own Country’s Biases and Issues
1. Demonstrate an understanding of the impact of Western liberal democratic
views on one’s perceptions of the world
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2. Demonstrate an understanding of the history of the United States’
international relations and experience
3. Demonstrate an understanding of United States customs
4. Demonstrate an understanding of United States culture
5. Demonstrate an understanding of United States society
6. Recognize the functions of the United States government (local, state, and
national)
7. Recognize major components of the United States governmental system
8. Define basic principles of the United States Constitution: e.g., federalism,
separation of powers, protections of civil liberties, due process
9. Identify rights and responsibilities of United States citizens
10. Demonstrate knowledge of comparative political theories and systems
11. Demonstrate knowledge of the purpose of diplomacy and foreign policy
12. Demonstrate an understanding of current United States policies towards
international relations

C.

Knowledge of the World’s Biases and Issues: Global Perspective
1. Understand the day-to-day realities, political environment, and current
events of other cultures and peoples
2. Demonstrate knowledge of principle periods of literature, architecture, art,
etc., including major or representative works
3. Identify sources of information on world events
4. Analyze critically sources of information on world events
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5. Demonstrate a knowledge of global issues such as poverty, population
growth, and global warming
6. Reflect on, and compare, a variety of perspectives on world historical
events
7. Understand the interconnections between local and global issues

D.

Knowledge of historical developments throughout the world
1. Identify political, economic, and religious reasons for colonization
2. Recognize the influence of the American physical environment on the
development of political, economic, and religious institutions
3. Understand the impact of historical events, culture, political structures,
and geography on world events
4. Demonstrate knowledge of prehistory and ancient civilizations including
the non-Western world
5. Demonstrate knowledge of classical civilizations including the nonWestern world
6. Demonstrate knowledge of the major periods of history
7. Demonstrate knowledge of revolutionary movements
8. Demonstrate knowledge of the characteristics and growth of European
nationalism
9. Identify major contemporary world issues and trends
10. Explain the international relationships that developed in 19th century
Europe
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11. Recognize the impact of imperialism on the contemporary world
12. Recognize the role and limitations of the United Nations
13. Demonstrate knowledge of historical trends on other continents
14. Demonstrate knowledge of the impact of the world’s great religions on
social, cultural, and political realities in society
15. Integrate knowledge of Asian, Central and South American, Soviet,
Russian, and African history

E.

Knowledge of world geography, including maps and globes:
1. Demonstrate general knowledge of the seven continents
2. Recognize examples of how geography has affected agrarian and
industrial economies
3. Assess geographic reasons why specified countries join alliances or
remain neutral

F.

Knowledge of economic systems:
1. Demonstrate knowledge of global economic concepts
2. Compare the United States economy to other economies
3. Recognize the characteristics of mixed economies
4. Demonstrate knowledge of educational, social, health, and environmental
influences on economic development
5. Determine the role of the government in regulation and protection
6. Demonstrate knowledge of the laws of supply and demand
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7. Identify financial institutions, instruments, and markets
8. Identify the functions and tools of the Federal Reserve System
9. Identify the functions and characteristics of the Eurodollar
10. Analyze barriers to trade and their effects
11. Analyze exchange rates and demonstrate ability to convert from one
currency to another
12. Identify examples of global economic interdependence
13. Analyze economic growth and development
14. Identify the role of transnational (multinational) corporations in the world
economy
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Language skills
A.

Knowledge of how to use English (your own language) in other cultures and how
to
1. Use a foreign language in the native country
2. Adapt use of English to the formality of the situation and the fluency of
the business partner in international business and social settings
3. Speak an additional language(s) proficiently enough to understand and be
understood in everyday conversation -- understand a newspaper, technical
reports, and everyday instructions (e.g., using a telephone)
4. Demonstrate ability to read and write in a foreign language

Resiliency and Coping Skills: Individual-oriented
A. Knowledge of personal management/resolve: personal traits, personal management
skills
1. Demonstrate integrity within one’s own culture
2. Demonstrate ability to manage one’s own stress levels
3. Demonstrate ability to practice good self care
4. Demonstrate assertiveness
5. Demonstrate diligence
6. Demonstrate self-confidence
7. Demonstrate self-discipline
8. Demonstrate self-awareness
9. Demonstrate enthusiasm
10. Demonstrate ability to motivate oneself
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11. Demonstrate ability to set meaningful goals
12. Demonstrate ability to handle problems
13. Demonstrate dependability
14. Demonstrate ability to be flexible and adaptable
15. Demonstrate commitment to quality work
16. Demonstrate ability to self-evaluate personal strengths and weaknesses
(awareness of personal skills and abilities)
17. Demonstrate ability to evaluate how personal strengths, values, and
interests relate to the occupation
18. Demonstrate ability to discern how other people react, positively or
negatively, toward oneself
19. Demonstrate ability to adjust actions in relation to others’ actions
(coordination)
20. Demonstrate understanding of illegal, physically abusive, and violent
actions
21. Demonstrate methods for handling challenging situations under difficult
circumstances
22. Demonstrate ability to manage multiple priorities (multitask)
23. Demonstrate psychological preparedness for the situations one might
encounter in an international setting
24. Identify and respond to one’s own stage of adaptation and culture shock
25. Take initiative to facilitate social interaction
26. Demonstrate amenability toward training
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B.

Knowledge of communication skills
1. Practice good listening skills (learn to speak less, listen more)
2. Demonstrate knowledge of Standard English: correct grammar,
organization, writing strategy, sentence structure, and punctuation required
for writing or editing reports.
3. Identify and apply knowledge of the various composing processes,
including but not limited to prewriting, drafting, revising, editing,
proofreading, and publishing strategies.
4. Demonstrate ability to express ideas orally
5. Demonstrate ability to understand verbal instructions
6. Demonstrate understanding of written sentences and paragraphs in work
related documents (reading comprehension)
7. Demonstrate ability to communicate effectively with others in writing as
indicated by the needs of the audience (writing)
8. Demonstrate ability to listen to what other people are saying and asking
questions as appropriate (active listening)
9. Demonstrate ability to understand the impact of different types of media
on individuals and society
10. Address communication challenges in reaching a global membership by
understanding the audience, the media, the message in both local and
global contexts
11. Understand the necessity of tailoring messages to reflect cultural context
and difference
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C.

Knowledge of effective decision-making: Making good judgments
1. Demonstrate ability to make appropriate decisions
2. Demonstrate ability for high functioning in a specific role, even if the role
is experiencing change and fluctuation (4)
3. Demonstrate ability for high functioning in settings experiencing
organizational change (4)
4. Demonstrate process thinking rather than function thinking (4)
5. Demonstrate effective judgment and decision-making skills by weighing
the relative costs and benefits of a potential action
6. Demonstrate ability to evaluate the likely success of an idea in relation to
the demands of the situation

D.

Knowledge of solution-oriented practices: Problem identification, information
gathering, idea evaluation, and conflict resolution)
1. Demonstrate ability to listen to others and ask clarifying questions as
appropriate
2. Demonstrate knowledge of how to find information and identify essential
information (information gathering)
3. Know how to and be willing to find information on another society
4. Demonstrate problem solving skills including problem identification
solution implementation
5. Demonstrate ability to problem-solve issues related to one’s professional
competence in different cultural contexts
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6. Demonstrate knowledge of critical thinking skills
7. Demonstrate ability to make effective use of academic knowledge on the
job
8. Demonstrate use of logic and analysis to identify the strengths and
weaknesses of different approaches (critical thinking)
9. Demonstrate ability to balance organization’s needs against technical
solutions
10. Demonstrate ability to resolve conflict
11. Demonstrate ability to negotiate, manage conflict, and reach resolutions
across cultural and class divisions

Team Work and Leadership Skills/Traits: Group-oriented
A.

Knowledge of group dynamics:
1. Demonstrate leadership skills in diverse situations
2. Demonstrate ability to discern effective group output
3. Demonstrate ability to understand assignments within a group context
4. Demonstrate ability to recognize signals from others in a group setting
5. Demonstrate understanding of relationships within a working group
environment
6. Demonstrate ability to form a new group and develop quickly into a
working team
7. Work as an equal with people of diverse backgrounds with unbiased openmindedness
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8. Develop the ability to collaborate instead of compete
9. Develop and effectively leverage multicultural teams across cultures
10. Demonstrate ability to understand and manage intercultural group
dynamics, including cross-cultural dynamics of consensus building

B.

Knowledge of Organizational Effectiveness and Leadership:
1. Demonstrate ability to understand how the organization works
2. Demonstrate ability to understand how the actions of individuals affect the
organization and its strategic objectives and vice versa
3. Demonstrate ability to determine forces and factors that interfere with the
organization’s ability to accomplish its tasks
4. Demonstrate ability for team building
5. Demonstrate ability to lead with a global mindset
6. Demonstrate ability to explore and learn actively from culturally different
styles of leadership

Governance and Strategy: Globalize the organization’s vision, strategy, structure,
culture, and people
A.

Knowledge the organization and its global position
1. Demonstrate an understanding of the organization’s global strategic vision
(the vision should be clearly defined, understood, communicated, and
accepted throughout the organization)
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2. Demonstrate an understanding of the evolutionary stages of globalization,
including the difference between being a domestic, international, and
global association, vis a vis governance
3. Demonstrate an understanding of cultural contexts for volunteerism
outside the organization’s home country
4. Demonstrate ability to recognize the need for global policy development
(guiding internal governance, strategy, operations, etc.)
5. Demonstrate ability to monitor and analyze demographic, social, and
scientific trends worldwide
6. Define terminology at all levels of the organization to avoid cross-cultural
misunderstandings
7. Demonstrate an understanding of the global context and cultural norms of
potential members, customers, partners, and other stakeholders

Technology
A.

Knowledge of computer software:
1. Demonstrate ability to use Identify the features of productivity software:
word processors, spreadsheets, databases, desktop publishing, graphics,
multimedia, and electronic mail (1) (4)

B.

Knowledge of the use of current computer-related technologies in society:
2. Recognize the impact of computer technology on society
3. Identify the uses of telecommunications in society
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4. Identify positive and/or negative effects of computer technology on a
global society
5. Identify ethical and legal issues related to computer technology
6. Demonstrate an understanding of the impact of culture and technology on
learning
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Attachment B:
Survey Instrument
Please complete the following information about yourself.
Name (optional):____________________________________________________
City (of employment):________________________________________________
State (of employment):_______________________________________________
Affiliation (company or university
name):____________________________________________________________
Department or college name:
__________________________________________________________________
If recent graduate, name of program of study, college/university:
__________________________________________________________________
__________________________________________________________________
Current position or title:
__________________________________________________________________
Length of time in current position:
__________________________________________________________________
Length of time with current organization:
__________________________________________________________________
Total length of time either working in or preparing others for work in an international
setting:
____________________________________________________________________
____________________________________________________________________
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Phone number (optional, would only be used for follow-up purpose):
______________________________
Email address (optional, would only be used for follow-up purpose):
_______________________________

The next two pages provide some additional background about the project and survey
(purpose of list, audience, limitations, assumptions, etc.).

The actual survey begins on page 6 ; however, at the end of the survey, we will ask you
to respond to a few questions about this “introductory” material.
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Very
Important

Important

Intercultural
competencies:
International
mindset – develop
attitudes that support
your international
strategy
A. Knowledge of
Interpersonal Context
Demonstrate the
qualities of tolerance,
sensitivity to others,
and tact
Demonstrate openmindedness and
curiosity with respect
to other countries and
cultures
Demonstrate pride in
one’s own culture and
accomplishments
Recognize and respect
individual and cultural
differences
Recognize issues that
may be sensitive to
other cultures and
peoples; respect their
beliefs
Demonstrate
willingness to adapt to
others’ standards of
behavior: political,
cultural, social, and
religious
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Somewhat
Important

Not Very
Important

Delete
from
List

Understand how
culture and politics
influence the business
practices and business
ethics of other
societies
Demonstrate
appropriate
international etiquette
in situations with
business colleagues
and clients such as
greeting, introducing,
thanking, taking leave,
negotiating, and
confirming contracts,
socializing, paying and
receiving
compliments, and giftgiving
Demonstrate the
ability to look
constantly for the big
picture or multiple
possibilities for any
event or occurrence
B. Knowledge of
Societal Context:
Cultural diversity,
cross-cultural
awareness, foreign
society, customs, and
culture
Identify the basic
beliefs of the world’s
major religions
Describe the historical
context, development,
and conflicts growing
out of the interaction
of the world’s
religions
Define culture
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Describe ways in
which people adapt
culturally to different
physical environments
Define cultural
regions, including
classification of the
dominant cultural
traits or features of
major regions
Determine cultural
factors influencing
population growth
Identify cultural
diffusion
Identify cultural
differences that may
lead to obstacles in
communication
Knowledge of social
class and socioeconomic variables
and their impacts upon
societies and
individuals
Understanding
National and World
Issues
A. Knowledge of
One’s Own Biases,
Values, and Issues
Demonstrate
flexibility while
retaining the stability
of one’s own identity
and values
Develop an
international mindset
that is flexible and
comfortable with
ambiguity and chaos
Identify one’s own
biases and attitudes
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Fully understand one’s
own cultural
conditioning, values,
and assumptions, as
well as their impact on
the organization’s
culture
Examine one’s own
assumptions about
other cultures
Behave in a manner
that demonstrates
knowledge of and
respect for other
countries
Subjugate the need to
impose one’s own
structure and ideas on
others
Understand the impact
that one’s own values
and beliefs have on
perception of world
events
Assess one’s own
knowledge and skills
to think about and act
on international
concerns
Demonstrate a
personal commitment
to social justice,
equity, and
stewardship on an
environmental level
Recognize diversity as
a resource to be
leveraged
B. Knowledge of
One’s Own Country’s
Biases and Issues
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Demonstrate an
understanding of the
impact of Western
liberal democratic
views on one’s
perceptions of the
world
Demonstrate an
understanding of the
history of the United
States’ international
relations and
experience
Demonstrate an
understanding of
United States customs
Demonstrate an
understanding of
United States culture
Demonstrate an
understanding of
United States society
Recognize the
functions of the United
States government
(local, state, and
national)
Recognize major
components of the
United States
governmental system
Define basic principles
of the United States
Constitution: e.g.,
federalism, separation
of powers, protections
of civil liberties, due
process
Identify rights and
responsibilities of
United States citizens
Demonstrate
knowledge of
comparative political
theories and systems
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Demonstrate
knowledge of the
purpose of diplomacy
and foreign policy
Demonstrate an
understanding of
current United States
policies towards
international relations
C. Knowledge of the
World’s Biases and
Issues: International
perspective
Understand the day-today realities, political
environment, and
current events of other
cultures and peoples
Demonstrate
knowledge of
principle periods of
literature, architecture,
art, etc., including
major or
representative works
Identify sources of
information on world
events
Analyze critically
sources of information
on world events
Demonstrate a
knowledge of
international issues
such as poverty,
population growth,
and global warming
Reflect on, and
compare, a variety of
perspectives on world
historical events
Understand the
interconnections
between local and
international issues
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D. Knowledge of
Historical
Developments
throughout the World
Identify political,
economic, and
religious reasons for
colonization
Recognize the
influence of the
American physical
environment on the
development of
political, economic,
and religious
institutions
Understand the impact
of historical events,
culture, political
structures, and
geography on world
events
Demonstrate
knowledge of
prehistory and ancient
civilizations including
the non-Western world
Demonstrate
knowledge of classical
civilizations including
the non-Western world
Demonstrate
knowledge of the
major periods of
history
Demonstrate
knowledge of
revolutionary
movements
Demonstrate
knowledge of the
characteristics and
growth of European
nationalism
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Identify major
contemporary world
issues and trends
Explain the
international
relationships that
developed in 19thcentury Europe
Recognize the impact
of imperialism on the
contemporary world
Recognize the role and
limitations of the
United Nations
Demonstrate
knowledge of
historical trends on
other continents
Demonstrate
knowledge of the
impact of the world’s
great religions on
social, cultural, and
political realities in
society
Integrate knowledge
of Asian, Central and
South American,
Soviet, Russian, and
African history
E. Knowledge of
World Geography,
Including Maps and
Globes:
Demonstrate general
knowledge of the
seven continents
Recognize examples
of how geography has
affected agrarian and
industrial economies
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Assess geographic
reasons why specified
countries join alliances
or remain neutral
F. Knowledge of
Economic Systems:
Demonstrate
knowledge of
international economic
concepts
Compare the United
States economy to
other economies
Recognize the
characteristics of
mixed economies
Demonstrate
knowledge of
educational, social,
health, and
environmental
influences on
economic
development
Determine the role of
the government in
regulation and
protection
Demonstrate
knowledge of the laws
of supply and demand
Identify financial
institutions,
instruments, and
markets
Identify the functions
and tools of the
Federal Reserve
System
Identify the functions
and characteristics of
the Eurodollar
Analyze barriers to
trade and their effects
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Analyze exchange
rates and demonstrate
ability to convert from
one currency to
another
Identify examples of
international economic
interdependence
Analyze economic
growth and
development
Identify the role of
transnational
(multinational)
corporations in the
world economy
Language skills
A. Knowledge of
How to Use English
(your own language)
in Other Cultures and
How to Use a Foreign
Language in the
Native Country
Adapt use of English
to the formality of the
situation and the
fluency of the business
partner in international
business and social
settings
Speak an additional
language(s)
proficiently enough to
understand and be
understood in
everyday conversation
-- understand a
newspaper, technical
reports, and everyday
instructions (e.g.,
using a telephone)
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Demonstrate ability to
read and write in a
foreign language
Resiliency and Coping
Skills: Individualoriented
A. Knowledge of
Personal
Management/Resolve:
Personal traits,
personal management
skills
Demonstrate integrity
within one’s own
culture
Demonstrate ability to
manage one’s own
stress levels
Demonstrate ability to
practice good self-care
Demonstrate
assertiveness
Demonstrate diligence
Demonstrate selfconfidence
Demonstrate selfdiscipline
Demonstrate selfawareness
Demonstrate
enthusiasm
Demonstrate ability to
motivate oneself
Demonstrate ability to
set meaningful goals
Demonstrate ability to
handle problems
Demonstrate
dependability
Demonstrate ability to
be flexible and
adaptable
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Demonstrate
commitment to quality
work
Demonstrate ability to
self-evaluate personal
strengths and
weaknesses
(awareness of personal
skills and abilities)
Demonstrate ability to
evaluate how personal
strengths, values, and
interests relate to the
occupation
Demonstrate ability to
discern how other
people react,
positively or
negatively, toward
oneself
Demonstrate ability to
adjust actions in
relation to others’
actions (coordination)
Demonstrate
understanding of
illegal, physically
abusive, and violent
actions
Demonstrate methods
for handling
challenging situations
under difficult
circumstances
Demonstrate ability to
manage multiple
priorities (multitask)
Demonstrate
psychological
preparedness for the
situations one might
encounter in an
international setting
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Identify and respond
to one’s own stage of
adaptation and culture
shock
Take initiative to
facilitate social
interaction
Demonstrate
amenability toward
training
B. Knowledge of
Communication Skills
Practice good listening
skills (learn to speak
less, listen more)
Demonstrate
knowledge of
Standard English:
correct grammar,
organization, writing
strategy, sentence
structure, and
punctuation required
for writing or editing
reports
Identify and apply
knowledge of the
various composing
processes, including
but not limited to
prewriting, drafting,
revising, editing,
proofreading, and
publishing strategies
Demonstrate ability to
express ideas orally
with consideration for
audiences that
understand English
language in varying
degrees
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Demonstrate ability to
understand verbal
instructions, even in
settings where these
may be some language
difficulty
Demonstrate
understanding of
written sentences and
paragraphs in workrelated documents
(reading
comprehension)
Demonstrate ability to
communicate
effectively with others
in writing as indicated
by the needs of the
audience (writing)
Demonstrate ability to
listen to what other
people are saying and
ask questions as
appropriate (active
listening)
Demonstrate ability to
understand the impact
of different types of
media on individuals
and society
Address
communication
challenges in reaching
an international
membership by
understanding the
audience, the media,
and the message in
both local and
international contexts
Understand the
necessity of tailoring
messages to reflect
cultural context and
difference
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C. Knowledge of
Effective DecisionMaking: Making good
judgments
Demonstrate ability to
make appropriate
decisions
Demonstrate ability
for high functioning in
a specific role, even if
the role is
experiencing change
and fluctuation
Demonstrate ability
for high functioning in
settings experiencing
organizational change
Demonstrate process
thinking rather than
function thinking
Demonstrate effective
judgment and
decision-making skills
by weighing the
relative costs and
benefits of a potential
action
Demonstrate ability to
evaluate the likely
success of an idea in
relation to the
demands of the
situation
D. Knowledge of
Solution-Oriented
Practices: Problem
identification,
information gathering,
idea evaluation, and
conflict resolution)
Demonstrate ability to
listen to others and ask
clarifying questions as
appropriate
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Demonstrate
knowledge of how to
find information and
identify essential
information
(information
gathering)
Know how to and be
willing to find
information on another
society
Demonstrate problem
solving skills,
including problem
identification and
solution
implementation
Demonstrate ability to
problem-solve issues
related to one’s
professional
competence in
different cultural
contexts
Demonstrate
knowledge of critical
thinking skills
Demonstrate ability to
make effective use of
academic knowledge
on the job
Demonstrate use of
logic and analysis to
identify the strengths
and weaknesses of
different approaches
(critical thinking)
Demonstrate ability to
balance organization’s
needs against technical
solutions
Demonstrate ability to
resolve conflict
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Demonstrate ability to
negotiate, manage
conflict, and reach
resolutions across
cultural and class
divisions
Team Work and
Leadership
Skills/Traits: Grouporiented
A. Knowledge of
Group Dynamics:
Demonstrate
leadership skills in
diverse situations and
diverse cultural
settings
Demonstrate ability to
discern effective group
output
Demonstrate ability to
understand
assignments within a
group context
Demonstrate ability to
recognize signals from
others in a group
setting
Demonstrate
understanding of
relationships within a
working group
environment
Demonstrate ability to
form a new group and
develop quickly into a
working team
Work as an equal with
people of diverse
backgrounds, with
unbiased openmindedness
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Develop the ability to
collaborate instead of
compete
Develop and
effectively leverage
multicultural teams
across cultures
Demonstrate ability to
understand and
manage intercultural
group dynamics,
including crosscultural dynamics of
consensus building
B. Knowledge of
Organizational
Effectiveness and
Leadership
Demonstrate ability to
understand how the
organization works
Demonstrate ability to
understand how the
actions of individuals
affect the organization
and its strategic
objectives, and vice
versa
Demonstrate ability to
determine forces and
factors that interfere
with the organization’s
ability to accomplish
its tasks
Demonstrate ability
for team-building
Demonstrate ability to
lead with an
international mindset
Demonstrate ability to
explore and learn
actively from
culturally different
styles of leadership
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Governance and
Strategy: The
organization’s vision,
strategy, structure,
culture, and people
A. Knowledge of the
Organization and Its
International Position
Demonstrate an
understanding of the
organization’s
international strategic
vision (clearly defined,
understood,
communicated, and
accepted throughout
the organization)
Demonstrate an
understanding of the
evolutionary stages of
globalization,
including the
difference between
being a/an domestic,
international, and
global association, visà-vis governance
Demonstrate an
understanding of
cultural contexts for
volunteerism outside
the organization’s
home country
Demonstrate ability to
recognize the need for
international policy
development (guiding
internal governance,
strategy, operations,
etc.)
Demonstrate ability to
monitor and analyze
demographic, social,
and scientific trends
worldwide
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Define terminology at
all levels of the
organization to avoid
cross-cultural
misunderstandings
Demonstrate an
understanding of the
international context
and cultural norms of
potential members,
customers, partners,
and other stakeholders
Technology
A. Knowledge of
Computer Software
Demonstrate ability to
use the features of
productivity software:
word processors,
spreadsheets,
databases, desktop
publishing, graphics,
multimedia, and
electronic mail
B. Knowledge of the
Use of Current
Computer-Related
Technologies in
Society
Recognize the impact
of computer
technology on society
Identify the uses of
telecommunications in
society
Identify positive
and/or negative effects
of computer
technology on an
international society
Identify ethical and
legal issues related to
computer technology
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Demonstrate an
understanding of the
impact of culture and
technology on learning
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Please respond to the open-ended questions on the next page. Feel free to attach
additional paper if necessary.

1. The overall organization of the list (groupings and headings) is:
_____Excellent, no changes needed
_____Good, some changes recommended
_____Fair, needs several changes
_____Poor, needs reworking
Comments: ____________________________________________________________
______________________________________________________________________
______________________________________________________________________

2. Please respond to the adequacy of the following pieces of information (provided at the
beginning of the survey (pages 2 and 3):
Purpose (pg 2)

_____adequate

_____inadequate

Use of list (pg 2)

_____adequate

_____inadequate

Assumptions (pg 3)

_____adequate

_____inadequate

Limitations (pg 3)

_____adequate

_____inadequate

Comments:__________________________________________________
___________________________________________________________
___________________________________________________________
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3. Are there key terms that need to be defined? If so, which one(s)?
____________________________________________________________
____________________________________________________________
____________________________________________________________

4. Would this categorized list of competencies and skills be useful to you in your current
position? If yes, in what way(s)?

_____Yes _____No

Comments: ___________________________________________________________
____________________________________________________________________
____________________________________________________________________

5. Please identify 5 competencies or skills that you believe are the most
important/critical generic competencies for ensuring initial success of recent college
graduates starting careers in international settings (please write the numbers of the
competencies/skills on the lines provided):
1._________

4._________

2._________

5._________

3._________
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Attachment C:
List of Competencies and Skills with Recommendations from Survey Results

Competencies and Skills
What a recent graduate needs to be able to know and do in order to secure an entrylevel, professional employment position in an international setting.
Very
Important

Intercultural
competencies:
International mindset –
develop attitudes that
support your
international strategy
A. Knowledge of
Interpersonal Context
Demonstrate the
qualities of tolerance,
sensitivity to others,
and tact
Demonstrate openmindedness and
curiosity with respect
to other countries and
cultures
Demonstrate pride in
one’s own culture and
accomplishments
Recognize and respect
individual and cultural
differences

Important

Somewhat
Important

Not Very Delete
Important
from
List

9

9

9
9
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9
Recognize issues that
may be sensitive to
other cultures and
peoples; respect their
beliefs
Demonstrate
willingness to adapt to
others’ standards of
behavior: political,
cultural, social, and
religious
Understand how culture
and politics influence
the business practices
and business ethics of
other societies
9
Demonstrate
appropriate
international etiquette
in situations with
business colleagues and
clients such as greeting,
introducing, thanking,
taking leave,
negotiating, and
confirming contracts,
socializing, paying and
receiving compliments,
and gift-giving
Demonstrate the ability
to look constantly for
the big picture or
multiple possibilities
for any event or
occurrence
B. Knowledge of
Societal Context:
Cultural diversity,
cross-cultural
awareness, foreign
society, customs, and
culture
Identify the basic
beliefs of the world’s
major religions

9

9

9

9
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9

Describe the historical
context, development,
and conflicts growing
out of the interaction of
the world’s religions
Define culture
Describe ways in which
people adapt culturally
to different physical
environments
Define cultural regions,
including classification
of the dominant
cultural traits or
features of major
regions
Determine cultural
factors influencing
population growth
Identify cultural
diffusion
Identify cultural
differences that may
lead to obstacles in
communication
Knowledge of social
class and socioeconomic variables and
their impacts upon
societies and
individuals
Understanding National
and World Issues
A. Knowledge of
One’s Own Biases,
Values, and Issues
Demonstrate flexibility
while retaining the
stability of one’s own
identity and values

9
9

9

9
9
9

9

9
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Develop an
international mindset
that is flexible and
comfortable with
ambiguity and chaos
Identify one’s own
biases and attitudes
Fully understand one’s
own cultural
conditioning, values,
and assumptions, as
well as their impact on
the organization’s
culture
Examine one’s own
assumptions about
other cultures
Behave in a manner
that demonstrates
knowledge of and
respect for other
countries
Subjugate the need to
impose one’s own
structure and ideas on
others
Understand the impact
that one’s own values
and beliefs have on
perception of world
events
Assess one’s own
knowledge and skills to
think about and act on
international concerns
Demonstrate a personal
commitment to social
justice, equity, and
stewardship on an
environmental level
Recognize diversity as
a resource to be
leveraged

9

9
9

9
9

9

9

9

9

9
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B. Knowledge of
One’s Own Country’s
Biases and Issues
Demonstrate an
understanding of the
impact of Western
liberal democratic
views on one’s
perceptions of the
world
Demonstrate an
understanding of the
history of the United
States’ international
relations and
experience
Demonstrate an
understanding of
United States customs
Demonstrate an
understanding of
United States culture
Demonstrate an
understanding of
United States society
Recognize the
functions of the United
States government
(local, state, and
national)
Recognize major
components of the
United States
governmental system
Define basic principles
of the United States
Constitution: e.g.,
federalism, separation
of powers, protections
of civil liberties, due
process
Identify rights and
responsibilities of
United States citizens

9

9

9
9
9
9

9

9

9
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9

Demonstrate
knowledge of
comparative political
theories and systems
Demonstrate
knowledge of the
purpose of diplomacy
and foreign policy
Demonstrate an
understanding of
current United States
policies towards
international relations
C. Knowledge of the
World’s Biases and
Issues: International
perspective
Understand the day-today realities, political
environment, and
current events of other
cultures and peoples
Demonstrate
knowledge of principle
periods of literature,
architecture, art, etc.,
including major or
representative works
Identify sources of
information on world
events
Analyze critically
sources of information
on world events
Demonstrate a
knowledge of
international issues
such as poverty,
population growth, and
global warming
Reflect on, and
compare, a variety of
perspectives on world
historical events

9

9

9

9

9
9
9

9
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9

Understand the
interconnections
between local and
international issues
D. Knowledge of
Historical
Developments
throughout the World
Identify political,
economic, and religious
reasons for colonization
Recognize the
influence of the
American physical
environment on the
development of
political, economic, and
religious institutions
Understand the impact
of historical events,
culture, political
structures, and
geography on world
events
Demonstrate
knowledge of
prehistory and ancient
civilizations including
the non-Western world
Demonstrate
knowledge of classical
civilizations including
the non-Western world
Demonstrate
knowledge of the major
periods of history
Demonstrate
knowledge of
revolutionary
movements
Demonstrate
knowledge of the
characteristics and
growth of European
nationalism

9
9

9

9

9

9
9

9
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9

Identify major
contemporary world
issues and trends
Explain the
international
relationships that
developed in 19thcentury Europe
Recognize the impact
of imperialism on the
contemporary world
Recognize the role and
limitations of the
United Nations
Demonstrate
knowledge of historical
trends on other
continents
Demonstrate
knowledge of the
impact of the world’s
great religions on
social, cultural, and
political realities in
society
Integrate knowledge of
Asian, Central and
South American,
Soviet, Russian, and
African history
E. Knowledge of
World Geography,
Including Maps and
Globes:
Demonstrate general
knowledge of the seven
continents
Recognize examples of
how geography has
affected agrarian and
industrial economies

9

9
9
9

9

9

9
9
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9

Assess geographic
reasons why specified
countries join alliances
or remain neutral
F. Knowledge of
Economic Systems:
Demonstrate
knowledge of
international economic
concepts
Compare the United
States economy to
other economies
Recognize the
characteristics of mixed
economies
Demonstrate
knowledge of
educational, social,
health, and
environmental
influences on economic
development
Determine the role of
the government in
regulation and
protection
Demonstrate
knowledge of the laws
of supply and demand
Identify financial
institutions,
instruments, and
markets
Identify the functions
and tools of the Federal
Reserve System
Identify the functions
and characteristics of
the Eurodollar
Analyze barriers to
trade and their effects

9

9
9
9

9

9
9

9
9
9

113

9

Analyze exchange rates
and demonstrate ability
to convert from one
currency to another
Identify examples of
international economic
interdependence
Analyze economic
growth and
development
Identify the role of
transnational
(multinational)
corporations in the
world economy
Language skills
A. Knowledge of How
to Use English (your
own language) in Other
Cultures and How to
Use a Foreign
Language in the Native
Country
Adapt use of English to 9
the formality of the
situation and the
fluency of the business
partner in international
business and social
settings
Speak an additional
language(s) proficiently
enough to understand
and be understood in
everyday conversation - understand a
newspaper, technical
reports, and everyday
instructions (e.g., using
a telephone)
Demonstrate ability to
read and write in a
foreign language

9
9
9

9

9
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Resiliency and Coping
Skills: Individualoriented
A. Knowledge of
Personal
Management/Resolve:
Personal traits, personal
management skills
Demonstrate integrity
within one’s own
culture
9
Demonstrate ability to
manage one’s own
stress levels
Demonstrate ability to
practice good self-care
Demonstrate
assertiveness
Demonstrate diligence
Demonstrate selfconfidence
Demonstrate selfdiscipline
Demonstrate selfawareness
Demonstrate
enthusiasm
Demonstrate ability to
motivate oneself
Demonstrate ability to
set meaningful goals
Demonstrate ability to
handle problems
Demonstrate
dependability
Demonstrate ability to
be flexible and
adaptable
Demonstrate
commitment to quality
work

9

9
9
9
9
9

9
9
9
9
9
9
9
9
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Demonstrate ability to
self-evaluate personal
strengths and
weaknesses (awareness
of personal skills and
abilities)
Demonstrate ability to
evaluate how personal
strengths, values, and
interests relate to the
occupation
Demonstrate ability to
discern how other
people react, positively
or negatively, toward
oneself
Demonstrate ability to
adjust actions in
relation to others’
actions (coordination)
Demonstrate
understanding of
illegal, physically
abusive, and violent
actions
Demonstrate methods
for handling
challenging situations
under difficult
circumstances
Demonstrate ability to
manage multiple
priorities (multitask)
Demonstrate
psychological
preparedness for the
situations one might
encounter in an
international setting
Identify and respond to
one’s own stage of
adaptation and culture
shock

9

9

9

9

9

9

9
9

9
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Take initiative to
facilitate social
interaction
Demonstrate
amenability toward
training
B. Knowledge of
Communication Skills
Practice good listening
skills (learn to speak
less, listen more)
Demonstrate
knowledge of Standard
English: correct
grammar, organization,
writing strategy,
sentence structure, and
punctuation required
for writing or editing
reports
Identify and apply
knowledge of the
various composing
processes, including
but not limited to
prewriting, drafting,
revising, editing,
proofreading, and
publishing strategies
Demonstrate ability to
express ideas orally
with consideration for
audiences that
understand English
language in varying
degrees
Demonstrate ability to
understand verbal
instructions, even in
settings where these
may be some language
difficulty

9
9

9
9

9

9

9
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Demonstrate
understanding of
written sentences and
paragraphs in workrelated documents
(reading
comprehension)
9
Demonstrate ability to
communicate
effectively with others
in writing as indicated
by the needs of the
audience (writing)
9
Demonstrate ability to
listen to what other
people are saying and
ask questions as
appropriate (active
listening)
Demonstrate ability to
understand the impact
of different types of
media on individuals
and society
Address
communication
challenges in reaching
an international
membership by
understanding the
audience, the media,
and the message in both
local and international
contexts
9
Understand the
necessity of tailoring
messages to reflect
cultural context and
difference
C. Knowledge of
Effective DecisionMaking: Making good
judgments

9

9

9
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Demonstrate ability to
make appropriate
decisions
Demonstrate ability for
high functioning in a
specific role, even if
the role is experiencing
change and fluctuation
Demonstrate ability for
high functioning in
settings experiencing
organizational change
Demonstrate process
thinking rather than
function thinking
Demonstrate effective
judgment and decisionmaking skills by
weighing the relative
costs and benefits of a
potential action
Demonstrate ability to
evaluate the likely
success of an idea in
relation to the demands
of the situation
D. Knowledge of
Solution-Oriented
Practices: Problem
identification,
information gathering,
idea evaluation, and
conflict resolution
Demonstrate ability to
listen to others and ask
clarifying questions as
appropriate
Demonstrate
knowledge of how to
find information and
identify essential
information
(information gathering)

9
9

9

9
9

9

9

9
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Know how to and be
willing to find
information on another
society
Demonstrate problem
solving skills, including
problem identification
and solution
implementation
9
Demonstrate ability to
problem-solve issues
related to one’s
professional
competence in different
cultural contexts
Demonstrate
knowledge of critical
thinking skills
Demonstrate ability to
make effective use of
academic knowledge
on the job
Demonstrate use of
logic and analysis to
identify the strengths
and weaknesses of
different approaches
(critical thinking)
Demonstrate ability to
balance organization’s
needs against technical
solutions
Demonstrate ability to
resolve conflict
Demonstrate ability to
negotiate, manage
conflict, and reach
resolutions across
cultural and class
divisions
Team Work and
Leadership
Skills/Traits: Grouporiented

9

9

9
9

9

9

9
9
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A. Knowledge of
Group Dynamics:
Demonstrate leadership
skills in diverse
situations and diverse
cultural settings
Demonstrate ability to
discern effective group
output
Demonstrate ability to
understand assignments
within a group context
Demonstrate ability to
recognize signals from
others in a group
setting
Demonstrate
understanding of
relationships within a
working group
environment
Demonstrate ability to
form a new group and
develop quickly into a
working team
Work as an equal with
people of diverse
backgrounds, with
unbiased openmindedness
Develop the ability to
collaborate instead of
compete
Develop and effectively
leverage multicultural
teams across cultures
Demonstrate ability to
understand and manage
intercultural group
dynamics, including
cross-cultural dynamics
of consensus building

9

9
9
9

9

9

9

9
9
9
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B. Knowledge of
Organizational
Effectiveness and
Leadership
9
Demonstrate ability to
understand how the
organization works
Demonstrate ability to
understand how the
actions of individuals
affect the organization
and its strategic
objectives, and vice
versa
Demonstrate ability to
determine forces and
factors that interfere
with the organization’s
ability to accomplish its
tasks
Demonstrate ability for 9
team-building
Demonstrate ability to
lead with an
international mindset
Demonstrate ability to
explore and learn
actively from culturally
different styles of
leadership
Governance and
Strategy: The
organization’s vision,
strategy, structure,
culture, and people
A. Knowledge of the
Organization and Its
International Position

9

9

9
9
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9
Demonstrate an
understanding of the
organization’s
international strategic
vision (clearly defined,
understood,
communicated, and
accepted throughout the
organization)
Demonstrate an
understanding of the
evolutionary stages of
globalization, including
the difference between
being a/an domestic,
international, and
global association, visà-vis governance
Demonstrate an
understanding of
cultural contexts for
volunteerism outside
the organization’s
home country
Demonstrate ability to
recognize the need for
international policy
development (guiding
internal governance,
strategy, operations,
etc.)
Demonstrate ability to
monitor and analyze
demographic, social,
and scientific trends
worldwide
Define terminology at
all levels of the
organization to avoid
cross-cultural
misunderstandings

9

9

9

9

9
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Demonstrate an
understanding of the
international context
and cultural norms of
potential members,
customers, partners,
and other stakeholders
Technology

9

A. Knowledge of
Computer Software
Demonstrate ability to
use the features of
productivity software:
word processors,
spreadsheets,
databases, desktop
publishing, graphics,
multimedia, and
electronic mail
B. Knowledge of the
Use of Current
Computer-Related
Technologies in
Society
Recognize the impact
of computer technology
on society
Identify the uses of
telecommunications in
society
Identify positive and/or
negative effects of
computer technology
on an international
society
Identify ethical and
legal issues related to
computer technology
Demonstrate an
understanding of the
impact of culture and
technology on learning

9

9
9
9

9
9
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